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ABSTRACT 
THE MARGINAL WORKER-A SEARCH FOR CORRELATES 
By: Claire J. Anderson, B.A., University of Maryland,1967 
M.B.A., American University, 1970 
Ph.D. , University of 
Massachusetts, 1976 
Chairman: Max S.< Wortman, Jr., Professor 
School of Business Administration 
This study explores the phenomenon of the "marginal" or 
"difficult" employee in terms of absenteeism, turnover, dis¬ 
cipline, grievances and industrial accidents. By studying 
1635 hourly paid workers in a manufacturing firm, a rela¬ 
tionship was found among the behaviors and several com¬ 
mon job and personal correlates. Eight organizational and 
ten personal variables were tested. Organizational factors 
of production work, shift, unit size, incentive pay and job 
category were found to be correlates underlying dysfunc¬ 
tional behaviors. Personal variables found significant in¬ 
cluded sex, marital status, dependents, criminal record, 
history of migratory work behavior, age, tenure, education 
and ethnicity. Overall, work unit size and age were found 
to be the major determinants or organizational unrest. 
Behaviors also appear to be unidimensional since they tend 
to cluster in a few individuals without regard to cause. 
Not only did a very few workers account for a very large 
part of each of the behaviors, the same few were responsi¬ 
ble for a large part of all the other problems in the firm. 
• • • 
Vlll 
Although organizational factors contributed to organization¬ 
al problems, individual factors in work performance were 
relatively independent of the job situation. A stereotype 
of the "marginal” or "difficult" employee emerged as that 
of a youthful, U.S. born minority group member who works in 
a large production department. 
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CHAPTER I 
INTRODUCTION 
Ever since workers left their homes for the factory 
they have actively resisted the demands of the industrial 
system. Organizational unrest is often evidenced by some 
l 
overt acts on the part of workers. These include absen¬ 
teeism, turnover and grievances as well as the less di¬ 
rectly traceable acts of accidents and disciplines. 
Management's concern over such behaviors has, and will, 
stem largely from cost consciousness. Society also has a 
stake in industrial behavior. As Hearnshaw notes, the tech¬ 
nical society in which we have come to live and in which we 
must continue to live works for the most part under the 
assumption that the bulk of the people have sufficiently 
responsible attitudes toward carrying out their jobs with 
regularity, competence and devotion to work.^ Others look 
on industrial unrest as a human reaction to an inhuman sys¬ 
tem and direct attention toward the quality of work life 
stressing the importance of work satisfaction in overall 
2 
life satisfaction. 
■^L.S. Hearnshaw, "Attitudes to Work,” Occupational 
Psychology, 28 (1954), 129-139. 
2 
See, for example. Chapter 2 of Work in America: The 
Report of the Special Task Force to the Secretary of Health, 
Education and Welfare, (Cambridge: The MIT Press, 1973). 
2 
Many occupations and industries involve undesirable 
conditions such as dirty heavy work, repetition, long hours 
and lack of control over the work pace. Yet in a given 
situation, one worker will choose to be absent while others 
will not, one will quit while others stay on and one will 
ignore and even flaunt industrial rules whereas others will 
conform. Thus, the question arises as to whether or not 
there is a ’’problem" or "marginal worker"—one who is psy¬ 
chologically, emotionally, physically or otherwise unfit to 
meet the demands of industrial life and who manifests this 
unfitness in chronic dysfunctional behavior on the job. 
The purpose of this project is to explore certain job 
behaviors to determine whether or not there exists an iden¬ 
tifiable population subgroup characterized by marginal work 
performance and to explore possible common correlates of 
such behavior. 
Background of the Research Project 
Absenteeism, turnover, disciplinary problems and acci¬ 
dents have long plagued industry. The grievance system 
arrived slightly later. Earliest attempts to systematically 
study and remedy these problems date back to the early 1900's 
but soaring absenteeism and turnover during World War II led 
to intensive investigation into the source of these problems. 
Although providing some respite, the postwar era was no 
paradise for management. Strikes and wage and compensation 
3 
negotiations tended to turn the spotlight toward the labor 
relations scene. 
The idea of man as no more than a robotized extension 
of a machine is as old as the industrial revolution, but 
until quite recently interest in the subject of work, work 
attitudes and work alienation generally was confined to 
3 
managers and a few scholarly researchers. 
Today work attitudes are a common, popular subject. 
In the early 1970’s a rash of strikes and protests broke 
out at General Motor1s ultra-modern assembly plant at Lords 
town, Ohio. Major problems were pacing of the line and 
safety considerations. Because most of the workers at this 
plant were young, the popular media along with a number of 
behaviorists rushed to interpret the trouble as the dawn of 
a new era wherein a new style worker had entered the Ameri¬ 
can scene—one who was smarter and better educated than 
previous generations of workers, one who was unwilling to 
accept the poor working conditions which for the most part 
were taken for granted by his father and grandfather. On 
the other hand, more conservative observers saw little new 
in this strike and claimed that workers were merely exer- 
q ' 
One noteable exception was the silent film, Modern 
Times, released by United Artists in 1936. This film comic 
ally depicted the absurdity of the mechanical era and man’s 
struggle for dignity in the face of the assembly line. 
4 
cising their right to complain about their jobs as they had 
done for decades. They saw no reason to assume that workers 
4 
today are any less content than those of previous years. 
Work attitudes and the plight of the worker continue 
to be a popular subject in the United States today. The 
popular media contain articles such as "Job Blahs: Who 
5 
Wants to Work?," "Unhappy in Your Job? Senator Ted Kennedy 
g 
Thinks He Has Some Answers" and "Confessions of a Working 
7 
Stiff." Terms such as "blue collar blues," "white collar 
woes," and "executive blahs" appear with growing regularity 
in the popular press as well as in trade and academic liter¬ 
ature. The American Management Association listed new pub¬ 
lications under the caption: "How To Prevent Employees 
from Feeling Dehumanized... Oppressed... and Trivial" and 
included this title: The Doomsday Job: A Behavioral An- 
3 
atomy of Turnover. 
On the more scholarly side, there is a vast body of 
ambiguous work which concerns itself with the nature, source 
4 
See, for example, William W. Winpisinger, "Job Enrich¬ 
ment—Another Part of the Forest," Proceedings of the 25th 
Anniversary Meeting, Industrial Relations Research Associa¬ 
tion"! (Madison, Wise., 1972), pp. 154-159. 
^Newsweek, March 26, 1973, p. 79. 
^Human Events, March 3, 1973, p. 13. 
^New York Magazine, April 2, 1973, p. 36. 
8 I * 
Dean B. Peskin, The Doomsday Job: A Behavioral An¬ 
atomy of Turnover (New York: The American Management Asso¬ 
ciation, 1973). 
5 
9 
and distribution of dysfunctional work behavior. Some of 
this literature dates back to World War I but the majority 
has been published in the past two decades. 
Conceptually, the literature clusters into that of job 
performance, job satisfaction and work values. The last 
two may be distinguished in that job satisfaction deals 
with workers1 feelings concerning their jobs whereas work 
values deal with employees* views of their jobs vis a vis 
all other aspects of their lives. 
Empirically, the research falls into three general 
categories. The first centers on the relationships among 
certain job behaviors within a population. As early as 
1920 it was discovered that some kind of relationship ex¬ 
isted between turnover and absenteeism.^^ Even earlier 
there was suggestion of a link between industrial accidents 
and the number of new workers.^ Later it was found that 
12 
grievants tend to have poor attendance records and that 
g 
A complete review of the literature is presented in 
Chapter II. 
^Frederick J. Gaudet, "Labor Turnover: Calculation 
and Cost," AHA Research Study No. 39, (New York: The Amer- 
can Management Association, 1960), p. 72. 
■^Lucien V/. Chaney and Hugh S. Hanna, "The Safety Move¬ 
ment in the Iron and Steel Industry, 1907-1917," U.S. Depart¬ 
ment of Labor Bulletin 234, Washington, D.C.: US Government 
Printing Office, 1918). 
12 
Arthur C. Eckerman, "An Analysis of Grievances and 
Aggrieved Employees in a Machine Shop and Foundry," Journal 
of Applied Psychology, 32 (1948), 255-269. 
6 
workers who experience time lost due to industrial acci- 
13 
dents also lose time due to other illnesses. The second 
major group of findings focuses on individuals rather than 
groups. These studies found that disruptive work perform¬ 
ance, particularly absences, are exponentially dis¬ 
tributed with relatively few accounting for a very large 
14 
part of total absence. Finally, there is a large body of 
work which centers on job satisfaction—a measure of workers1 
satisfaction with their jobs determined generally by paper 
and pencil questionnaires. Attempts to link performance 
with job satisfaction have, for the most part, been fruit¬ 
less . 
Researchers have attempted to establish personal, so¬ 
cial and job related correlates of both job performance and 
16 
job satisfaction. Although the results of such research 
have tended to ambiguity and differences in interpretation, 
there have been indications of some common personal and so¬ 
cial correlates of both job performance and job satisfaction. 
Victor Linden, Absence from Work and Work Capacity 
(Bergen, Norway: The National Health Insurance Office of 
Bergen, 1967), p. 58. 
^Ivan Gadourek, Absences and the Well Being of Workers 
(Assen, The Netherlands: Royal Van Gorcum Ltd. Associa¬ 
tion, 1965) , p. 14. 
15Arthur H. Brayfield and Walter H. Crockett, "Employee 
Attitudes and Employee Performance," Psychological Bulletin, 
52 (1955), 396-424. 
16 
Lyman W. Porter and Richard M. Steers, "Organization¬ 
al, Work and Personal Factors in Turnover and Absenteeism," 
Psychological Bulletin, 80 (1973), 151-176. 
7 
Purposes of The Study 
The purposes of this study are (1) to describe the 
patterns of absence, turnover, accidents, disciplines and 
grievances in a work organization; (2) to isolate personal 
and job related factors which influence or are otherwise 
associated with such behaviors; and (3) to determine whether 
or not these forms of behavior cluster within a rel¬ 
atively small group of employees who might be characterized 
as "problem" or "marginal" workers. 
Some of the specific questions investigated are 
(1) Kow are these behaviors distributed across a work force 
and what factors underlie the distribution? (2) Is there a 
tendency for any one or any combination of these behaviors 
to cluster in a discernible manner either at a group or an 
individual level? (3) Do problem workers differ from other¬ 
wise satisfactory workers and in what ways are they differ¬ 
ent? and (4) Do organizational decision makers employ dif¬ 
fering or conflicting views in the definition of or in atti¬ 
tudes toward problem workers? 
Significance of The Study 
Those concerned with behavior of individuals in work 
situations place a good deal of emphasis on the study of 
absenteeism, turnover, grievances, accidents and disciplin¬ 
ary actions. This emphasis may exist because the behaviors 
8 
are relatively clear-cut, directly observable and easily ex¬ 
pressed in dollar costs. 
Despite improving work conditions and growing afflu¬ 
ence, these behaviors persist. This does not indicate that 
little is to be gained by further study. Rather, the exist¬ 
ing information provides a base for further, more refined 
study in a contemporary framework. 
Of pragmatic significance is the potential identifica¬ 
tion of what might be called "special need groups." For 
years managers recognized that certain workers have special 
needs and have provided for these needs. Perhaps the oldest 
and best known of these is the problem drinker. Business 
organizations have actively cooperated with Alcoholics An¬ 
onymous. More recently, work organizations and community 
action groups cooperated to meet the special needs of the 
hard-core unemployeds Drug abuse in the work place is becom- 
17 
ing an area for managerial cooperation. 
Further, the work force is changing in composition. 
Women and minority group members, who were previously denied 
access to certain jobs and occupations, are now actively 
participating in increasing numbers at all levels in the 
work force. In addition, protective legislation has been 
extended to age groups. This study will attempt to deter- 
17 
For example, see: Susan Halpern, Drug Abuse and Your 
Company (New York: The American Management Association, 
1972 ) . 
9 
mine if any identifiable population subgroup manifests spe¬ 
cial needs in job behavior. First, a determination should 
be made as to whether these special need groups exist at all. 
In other words, do women, cultural, racial or age groups 
actually differ significantly in work behavior from other 
workers? If so, this information may> give insight into al¬ 
ternative organizational structures or policies to meet 
these needs. 
Conventional managerial and employment practices are 
also significant issues in this study. The study tests two 
mainstreams of thought which in practice appear somewhat 
contradictory. Management currently attempts to seek out 
the sources of employee dissatisfaction in the work place— 
the job content and context. Thus ’’good management” con¬ 
sists of providing proper organizational structures and work 
atmosphere so that workers will attain their fullest poten¬ 
tial to the benefit of both the individual and the organiza- 
18 
tion. However, many employment practices work under the 
implicit assumption that poor performance in the past is 
indicative of poor performance in the future. This is evi- 
18 
This school of thought tends to pervade most mana¬ 
gerial research today. See: Abraham Maslow, "A Theory of 
Human Motivation," Psychological Review, 50 (1943), 370-396; 
Douglas McGregor, The Human Side of Enterprise (New York: 
McGraw-Hill Book Co., 1960); Chris Argyris, Personality and 
Organization (New York: Harper and Row, 1957); and Frederick 
Herzberg, Work and the Nature of Man (Cleveland: The World 
Publishing Co., 1966). 
10 
denced by the emphasis placed on work histories in the deci¬ 
sion to employ. The study investigates the impact of prior 
job history and current performance. 
Of particular significance to academicians, the study 
provides one of the few sources of data on the distribution 
of several work behaviors on an individual basis. It will 
also provide an additional source of empirical data on work 
behaviors and common correlates. 
CHAPTER II 
BACKGROUND AND PREVIOUS RESEARCH 
This chapter briefly outlines some of the research 
carried out in industrial absenteeism, turnover, discipline, 
grievances and accidents. The works selected are illus- 
i 
trative rather than exhaustive because a comprehensive sur¬ 
vey of the literature in this area would embrace several 
volumes. Emphasis is placed on major works and more recent 
studies. In a number of instances, the findings cited were 
not the primary focus of the research.'*' All the studies 
cited represent a rather wide range of theoretical orienta¬ 
tions and methodological specifications and rigor. Never¬ 
theless, a number of trends may be noted. 
This chapter includes: 
(1) a brief historical overview; 
(2) theoretical and investigative viewpoints of: 
(a) job performance criteria; 
(b) the individual and industrial unrest; 
One reviewer noted that in a number of studies which 
reported nonsignificant relations between absence and turn¬ 
over, the phenomena were not the primary focus of the re¬ 
search. Thus, omitted data make review less conclusive. 
See: Thomas F. Lyons, "Turnover and Absenteeism: A Review 
of the Relationships and Shared Correlates," Personnel Psy¬ 
chology , 25 (1972), 271-282. 
12 
(3) a summary of empirical findings on common ante¬ 
cedents, consequences or correlates of work be¬ 
havior including: 
(a) personal and social factors: 
1. studies of individual firms; 
2. studies on a national basis; 
(b) job factors; 
(4) a brief summary of job satisfaction research. 
. Historical Overview 
The question of "How do you get people to work?" is 
far from new. The task of coordinating and maximizing the 
efforts of a group of people to get a job done involves a 
number of problems. A large part of these problems may be 
traced directly to the human element. Except in the face 
of emergency, spontaneous cooperative human effort is a 
rare phenomenon. Barriers to the cooperative human effort 
no doubt antedate written history. Even work on the Pyra¬ 
mids was stopped when workers struck demanding their ra- 
2 
tions. The idea of using more subtle means of withdrawing 
from work was also known to Pharoah’s overseers who de¬ 
veloped perhaps the first crude classification of absentees 
characterizing them as either sick, placating the gods or 
o 
Herbert J. Chruden and Arthur W. Sherman, Jr., Per¬ 
sonnel Management (2d ed., Cincinnati: South Western Pub¬ 
lishing Co., 1963) p. 1. 
13 
3 
just plain lazy. 
The rise of the factory system marked the decline in 
emphasis on the craftsman and the subjugation of the indi¬ 
vidual to the demands of the industrial system. Unlike the 
craftsmen who enjoyed a degree of economic security, factory 
workers lacked security because they could be replaced by 
others who could be easily trained to fill their jobs. The 
ability of early industrialists to impose harsh restrictions 
on workers was in large part due to the lack of protection 
of the worker, but the employer-employee relationships were 
also strongly conditioned by the social values and mores of 
the times. 
Industrialization moves through several stages. The 
early stages bring a high degree of sporadic work withdraw¬ 
al. In later ones, there tends to be an inverse relation¬ 
ship between withdrawal and the degree of a nation's indus¬ 
trial growth. More recent trends in the Twentieth Century 
indicate that the industrialization-work withdrawal rela¬ 
tionship is more likely curvilinear and the present times 
4 
suggest perhaps some kind of post-industrial phase.' In m- 
3 
H.G. Heneman, Jr., ’’Manpower Management: New Wrap¬ 
pings on Old Merchandise,” Industrial Relations Center, Uni¬ 
versity of Minnesota, Minneapolis, Minn., 1960. (Mimeo¬ 
graphed) . 
4 
Clark Kerr, et al., Industrialism and Industrial Man: 
The Problems of Labor and Management in Economic Growth 
(Cambridge: The Harvard University Press, 1360), p^ JO. 
14 
dustrially mature societies, the issue of worker unrest is 
far from dead. Despite growing real wages and humanizing 
of the work place, workers continue to resist the demands 
of the industrial system. A number of nations have enacted 
social programs which provide for paid time off from work. 
These programs have stimulated and facilitated research 
5 
efforts into the nature and causes of worker absence. 
Studies of worker absence at the national level generally 
conclude that sickness absenteeism involves a number of 
- g 
personal and social factors other than illness itself. 
Worker unrest appears to be a universal phenomenon. 
The role of ideology in the motivation to work is un¬ 
clear. Ideological appeal appears to lose its drive in 
face of a number of factors exogenous to the work place 
7 
such as affluence in the case of the Kibbutzim and culture 
5 
See: Victor Linden, Absence from Work and Work Capac¬ 
ity (Bergen, Norway: The National Health Insurance, Local 
Office of Bergen, 1967); Ivan Gadourek, Absences and the 
Well Being of Workers (Assen, The Netherlands: Royal Van 
Gorcum Ltd. Association, 1965); K.N. Vaid, "On Containing 
Absenteeism,” Indian Journal of Industrial Relations, 6 
(1970), 69-74; F. Goosens, ”Der Emfang des Zwischebetrieblichen 
Personalwechsels und die Fehlenden Quote in der Betrieblichen 
Praxis," Mensch und Arbeit, 12 (I960), 203-206; and Office of 
Health Economics, Work Lost Through Sickness (London, 1965). 
g 
A.F.M.B. Crousen, Analyse van het Werk Van Een Con- 
trolerend Geneeskundige voor de Ziektewet (Assen, The Nether- 
lands: The Royal Van Gorcum Limited Association, 1968), p. 
108 (English summary). 
7 
Melford E. Spiro, Kibbutz (New York: Schocken Books, 
1971) , pp. 201-239 . 
15 
8 
in the case of the Stakahnovites. The paternalistic 
Japanese system is also experiencing problems. A 1971 sur¬ 
vey of Tokyo factories showed increased absence and turnover 
in a number of industries where work hours were long and 
9 
overtime was high. In the People1s Republic of China, 
there is the suggestion that ideological considerations 
transcend worker needs. ^ Such experiences are difficult 
to evaluate because of the closed society in China. Only 
the future will show if such work frenzy can be sustained 
in the face of affluence. 
In the United States, workers have experienced almost 
continual gains during the past half century. Gains have 
been made in real wages, fringe benefits and working condi¬ 
tions. Much of these gains came from the efforts of organ¬ 
ized labor and government. Management more recently has 
been forced to face the issue of the human factor at work. 
A number of attempts have been made to humanize the work 
place and lessen the burden of monotony, boredom and job 
o 
In addition to cultural factors, the Stakhanov system 
resulted in wastage of manpower and poor quality goods. 
See: Georg von Rauch, A History of Soviet Russia (New York: 
Frederick A. Praeger, Publisher, 19 64) , p~I 2 54. 
9 
"Current Information," International Labor Review, 
108 (1973), 82-83 , 
"^See: Louis Krar, "I Have Seen China-And They Work," 
Fortune, 86 (August 1972), pp. 110-117. 
16 
alienation.^ The work force itself is being altered by 
demographic influences and changing social mores. The lat¬ 
ter is facilitated by government intervention particularly 
in the area of Equal Employment Opportunity legislation and 
Affirmative Actions programs. 
In reviewing the recorded history of worker behavior, 
one could well conclude that problems stemming from work 
behavior are as old as organized human effort. There have 
been gains in the area of working conditions both in econ¬ 
omic and human terms. Despite these gains, worker unrest 
persists. Many observers of the labor scene believe that 
problems of absence, turnover, accidents, disciplines and 
grievances are actually on the increase. Such claims cannot 
be quantitatively substantiated because in the United States 
12 
there is no reliable source of these data. What records 
exist are spotty and pooling of information is voluntary and 
13 
informal. Many organizations do not confide these data. 
^For a listing of experiments in job enlargement and 
worker participation see Work in America, The Report of the 
Special Task Force to the Secretary of Health, Education and 
Welfare (Cambridge: The MIT Press , 19 73), pp. 18 8-201. 
12 
Some data on absence are available from the Current 
Population Surveys of households conducted for the U.S. Bureau 
of Labor Statistics by the U.S. Bureau of the Census; however, 
the data are limited by methodology and specification of ab¬ 
sence. 
13 
An exception to this is the present records keeping 
and reporting system prescribed by the Secretary of Labor 
under the Williams-Steiger Occupational Safety and Health 
Act of 1970. 
17 
The persistence of these behaviors in face of improv¬ 
ing work conditions and changing work force have led many 
observers to conclude that current problems result from in¬ 
dustrial maturity and growing affluence. Therefore, indus¬ 
try faces loss of the work ethic and widespread work alien¬ 
ation. Although it would be unwise to dismiss job aliena¬ 
tion as a myth, there is little evidence to substantiate the 
claim that it is growing or that it is even widespread. 
Theoretical and Investigative Viewpoints 
Job performance criteria. Industrial absenteeism, 
turnover, grievances, disciplines and accidents have been 
investigated from a number of theoretical and methodological 
viewpoints by both academicians and practitioners. The work 
of academicians takes on descriptive, explanatory and in 
some cases a predictive nature whereas practitioners tend 
t 
to devote their efforts to the more pragmatic questions of 
control and corrective actions. The following is a summary 
of these viewpoints. 
Absenteeism and turnover. Of the many manifesta¬ 
tions of worker unrest, absenteeism and turnover have en¬ 
joyed most of the attention of both management and re¬ 
searchers. This arises from several reasons: their uni¬ 
versal and continuing nature, cost and visibility. 
Many researchers postulate absence and--to a lesser 
degree—turnover as manifestations of work alienation taking 
18 
the form of withdrawal from work. There is some rather 
strong evidence linking absence and turnover. However, the 
two differ along a number of important dimensions. As far 
as the worker is concerned, absence is a matter of a day- 
to-day decision of whether or not to appear on the job and 
thus whether or not to forego a day’s pay. Turnover in¬ 
volves the decision to sever relationships with the organi¬ 
zation and thus takes cognizance of several factors exo¬ 
genous to the work situation including present economic 
status and the availability of other positions. From man¬ 
agement’s viewpoint, the absentee poses a different case 
from that of the terminee insofar as remedial action is 
concerned. The chronic absentee may be identified and 
remedy may be attempted individually. The terminee is a 
loss to the organization and causative factors are more 
14 
difficult to identify. A number of researchers view ab- 
15 
senteeism as a mini-version of the decision to quit. To 
these investigators, absence is a manifestation of pro¬ 
gressive alienation to be followed eventually by the deci- 
16 
sion to leave the organization. The Tavistock research- 
li+The exit interview often fails to elicit true reasons 
for termination. See: J. Lefkowitz and M. Katz, ’’Validity 
of Exit Interviews,’’ Personnel Psychology, 2 2 (1969), 445- 
455. 
■^See: Frederick Herzberg, et. al., Job Attitudes: 
Review of Research and Opinions (Pittsburgh’! Psychological 
Service of Pittsburgh, 1957). 
^Lyans, ’’Turnover and Absenteeism,” 2 71-28 2. 
19 
ers take a different approach and view absenteeism—and even 
17 
accidents—as alternatives to termination. 
Finally there is a small group of dissenters. One 
school of thought casts doubt on the efficiency or even the 
18 
desirability of identifying and disciplining absentees. 
Another group points out functional aspects in turnover as 
an organizational-social process preventing stagnation of 
19 
the work force. 
Industrial discipline. The flaunting of industri¬ 
al rules may be viewed as a manifestation of worker dissat¬ 
isfaction with the job situation and as an alternative to 
work withdrawal. 
The promulgation of organizational rules and the set¬ 
ting of corrective measures has come to be known as indus¬ 
trial discipline. The purpose of discipline is theoretical¬ 
ly to secure behaviors needed to meet organizational goals. 
In practice5 the promulgation of rules and enforcement of 
sanctionsj if not judiciously applied, often work to the 
Hill and E.L. Trist, "A Consideration of Indus¬ 
trial Accidents as a Means of Withdrawal from the Work Situ¬ 
ation," Human Relations, VI (1953), 357-380, and A.K. Rice 
and E.L. Trist, "Institutional and Sub-Institutional Deter¬ 
minants of Change in Labor Turnover," Human Relations, V 
(1952), 347-373. 
18 
G.J. Fortuin, "Sickness Absenteeism," Bulletin of the 
World Health Organization, 13 (1955), p. 535. 
19A.K. Rice, J.M.M. Hill and E.L. Trist, "A Representa¬ 
tion of Labor Turnover as a Social Process," Human Relations, 
XXI (1968), 349-372. 
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detriment of the organization. One of managementTs major 
concerns is to see that employees do what they are told. 
Jucius observes that often managers state that discipline 
is good when employees follow the rules and that discipline 
is bad when they do not. Some managers even equate dis¬ 
cipline with morale. Despite the ambiguity of the nature 
of industrial discipline, some work has been published and 
most of this work focuses on the nature of the rules, 
21 
and the purpose and nature of corrective actions. 
Little investigation has been carried out on questions 
such as who is disciplined and how does the disciplinee 
differ from the non-disciplinee? In one of the rare studies of facts 
along this line, Mulder studied workers in a Dutch steel 
plant and found some differences between disciplinees and 
non-disciplinees in a number of variables on personality 
testing but no differences as far as age, marital status, 
2 2 
tenure or migratory work history. There is need for in¬ 
vestigation of further questions such as (1) what rules are 
broken most frequently? (2) what is the role of excessive 
rules, and (3) what types of behaviors (or individuals) are 
2 0 
Michael J. Jucius, Personnel Management (8th ed., 
Homewood, Illinois: Richard D. Irwin, Inc., 1973), p. 476. 
21 
F.A. Shull, Jr. and L.L. Cummings, "Enforcing the 
Rules: How Do Managers Differ?," Personnel, 43 (1966),3 3- 
39 and James Menzies Black, Positive Discipline (New York: 
The American Management Association, 1970). 
2 2 
Frans Mulder, "Characteristics of Violators of Formal 
Company Rules," Journal of Applied Psychology, 55 (1971) 
500-502. 
» 
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amenable to disciplinary measures and what types of behav¬ 
iors persist despite discipline? 
Grievances. Resort to a grievance system may be 
viewed as a form of militant worker behavior short of work 
withdrawal. Grievance studies have sought to identify the 
sources of grievance submission in (1) the collective bar¬ 
gaining agreement itself; (2) job related factors; and (3) 
personal factors of the grievant parties. 
A number of issues tend to cloud the study of grievances 
and preclude inter- or even intra-firm comparison. This 
arises from individual differences among organizations and 
collective bargaining units. 
Two areas of research have thrown some light on the 
cause of grievances. First, a number of researchers found 
that aggrieved workers differed significantly from non- 
grievants along a number of personal and social dimensions. 
Second, certain job related factors, particularly the atti¬ 
tude and behavior of supervisors, play an important role in 
2 3 
grievance submission. 
Industrial accidents. The main concern over in¬ 
dustrial accidents is worker safety needs in humanistic terms 
as well as terms of long range costs to the organisation. 
23Edwin A. Fleishman and E.T. Harris, "Patterns of 
Leadership Behavior Related to Employee Grievances and Turn¬ 
over," Personnel Psychology, 15 (1962), 45-53. 
22 
There is a propensity for management to view accident rates 
as some kind of index of effectiveness of a safety program. 
Such a view focuses on job factors although both mechanical 
and human factors are involved. In a multinational study, 
Cervantes noted an accelerated search for the causes of in¬ 
dustrial accidents. The emphasis of study is changing from 
mechanical and environmental factors to human factors such 
as motor ability, attention, reaction time, visual and audi¬ 
tory factors, alcoholism, intellectual ability, emotional 
stability, motivation, personality and so-called "accident- 
24 
proneness”. The concept of human factors embraces a wide 
range of ill-defined phenomena such as failure to pay atten¬ 
tion, indifference to safety practices, inability to cope 
with emergencies and personal situations. Still another 
factor may be the effect of work relationships. U.S. De¬ 
partment of Labor statistics on industrial accidents indi- 
cate that the lowest percentages of accidents occur in the 
smallest and largest sized plants with the medium sized ones 
having the poorest records. This lends credence to the con¬ 
tention that both engineering skill and group relationships 
2 5 
play an important part in accidents. 
— 
Sorondo Emilio Cervantes (Psychology Applied to Indus¬ 
trial Accidents: View and Review of the Whole Situation) 
(Span) Revista de Psicologia General Y Aplicada, 27 (1972), 
9 8 3-998~ Author's abstract in Psychological Abstracts 50 
(1973), 1075-1076. 
2 5 
"Paul Pigors and Charles A. Myers, Personnel Adminis¬ 
tration (7th ed.; New York: McGraw-Hill Book Co., 1973) 
p. 28. 
j 
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A different and rather controversial view is that of 
Hill and Trist who suggest that accidents as well as ab- 
2 6 
sence and turnover reflect a form of work withdrawal. 
This interpretation has not been pursued extensively. The 
more conventional view treats accidents as unintended con¬ 
sequences of actions. Thus, the absence-turnover-accident 
relationship is the result of accidents creating anxiety 
and reducing the attractiveness of a job and satisfaction 
2 7 
with the work situation. 
Summary. Most researchers view absenteeism and 
turnover as manifestations of worker-organization conflict. 
As an alternative to work withdrawal, employees may demon¬ 
strate their dissatisfaction in other ways—flaunting organ¬ 
izational rules or resorting to a grievance system. The 
role of industrial accidents is less clear although there 
are indications that more than mechanical and environmental 
factors are involved. 
The individual. As far as individuals are concerned, 
researchers generally look at industrial unrest in the con- 
2 t 
Hill and Trist, "A Consideration of Industrial Acci¬ 
dents," pp. 357-380. 
2 7 
Victor A. Vroom, Work and Motivation (New York: John 
Wiley and Sons, 1964), pp. 180-101 and R. Stagner, D.R. 
Flebbe and E.F. Wood, "Working on the Railroad: A Study of 
Job Satisfaction," Personnel Psychology, 5 (1952), 293-306. 
24 
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text of how workers feel about their jobs. Inquiry center¬ 
ing on attitudes towards one’s job dates back to the 1920’s; 
however, during the past two decades a vast body of research 
has. emerged under the title of job satisfaction. Earliest 
attempts to relate attitude to behavior came from the Human 
Relations School and extends to more recent work exemplified 
i 
by Herzberg and his associates. The Human Relations School 
views performance essentially flowing from satisfactions which 
in turn have their roots in job content and context. A second 
view arose in the fifties which took a more integrated stand 
and held that the satisfaction-performance relationship is not 
direct but, rather, was moderated by a number of personal var¬ 
iables. The most recent view is one suggesting that satis¬ 
factions flow from performance. 
Gadourek described two major models on the individual 
level of analysis: (1) a disjunctive model of social factors 
in which each factor stands on its own, relatively indepen¬ 
dent of the others with the justification that personality, 
the group and the organization are at least to some degree 
independent of each other; and (2) a dynamic integrationist 
model in which the origin of attitudes, opinions, personality 
traits and characteristics is rooted in group processes. The 
latter model suggests two further alternatives: (1) behav¬ 
iors are a corollary of the many indicators all tending 
2®For differing viewpoints, see: E.L. Trist and K.W. Eamford, 
’’Some Social and Psychological Consequences of the Longwall 
Method of Coal Getting,'1 Human Relations, IV (1951), 6-38 ; David 
C. McClelland, The Achieving Society (New York: Van Nostrand, 1961); 
and Lyman W. Porter and Edward#E._ Lawler; Managerial Attitudes 
and Performance (Homewood, Illinois: Irwm-Dorsey, 19 b 6"). 
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in the same direction; and (2) behaviors result from con¬ 
flicting forces.^ ^ 
Despite varying approaches and differing theoretical 
orientations as well as ambiguous findings, empirical work 
on job performance shows some trends summarized below. 
Empirical Findings 
Empirical work on absenteeism, turnover, discipline 
grievances and accidents falls roughly under two major 
classifications. First, there is some kind of relationship 
among the behaviors for a specific group. These findings 
led researchers to search for causation in job related 
factors. Second, these behaviors tend to concentrate in a 
relatively small part of the work force. This school seeks 
common correlates in individual characteristics. 
Evidence of relationships among job behaviors. The 
evidence linking absence and turnover has been of particu¬ 
lar interest for both practical and theoretical reasons. 
Tables A.l and A.2, Appendix A contain a listing of some 
major studies on the relationship of absenteeism and turn¬ 
over. Some of the evidence is inconclusive and even con¬ 
tradictory. The underlying reasons may rest in methodology. 
The study of absenteeism and turnover involves the observa¬ 
tion of rather clear-cut phenomena. There is little con- 
29 
Gadourek, Absences, pp. 44-51. 
26 
sensus on measurement in these areas. Gaudet found at 
least forty-one different measures of absence in the lit- 
30 
erature. He also found similar differences in the spe- 
31 
cification of turnover. Differences in time spans also 
affect the size and direction of the relationships. In 
general, studies of individuals put forth a rather strong 
case for the absence-turnover relationship but studies of 
3 2 
groups provide less convincing evidence. There is evi¬ 
dence that a positive significant relationship exists be¬ 
tween absenteeism and turnover when absence is specified 
by the number of periods of absence (frequency) rather than 
3 3 
the number of days lost (severity). 
The relationship between industrial accidents and 
other behaviors has been less intensively studied. Appar¬ 
ently, industrial accidents occur in some relation to the 
number of new workers. Absences resulting from industrial 
accidents are in some way related to absences due to other 
30 
Frederick J. Gaudet, ’’Solving the Problems of Employ¬ 
ee Absence,” American Management Research Study No. 57, (New 
York: The American Management Association, 1963). 
31 
Frederick J. Gaudet, "Labor Turnover: Calculation 
and Cost," American Management Research Study No. 39, (New 
York: The American Management Association, 1960), pp. 13-34. 
3 2 
Lyons, "Turnover and Absenteeism," pp. 271-282. 
^Ronald J. Burke and Douglas S. Wilcox, "Absenteeism 
and Turnover Among Female Telephone Operators," Personnel 
Psychology, 25 (1972), 639-648 and B.L. White, "Job Atti¬ 
tudes, Absence from Work and Labor Turnover," Personnel 
Practices Bulletin, 16 (1960), 18-23. 
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causes. Table A.3, Appendix A lists some of the major re¬ 
search findings linking industrial accidents and other jcb 
behaviors. 
Three independent studies found some relationship be- 
34 
tween grievances and absences;"' but, no relationship has 
been found between grievances and turnover cr grievances 
and accidents."" 
There are common factors underlying the relationships 
among disciplines, grievances and turnover. Disciplinary 
actions often give rise to grievances particularly when 
the discipline involves discharge. Two studies of griev¬ 
ances processed by the American Arbitration Association 
shewed that slightly less than cne-third of the total cases 
processed were concerned with discipline and discharge. 
The first study covered one year and showed that 26.4 per¬ 
cent of the processed cases were concerned with discipline 
3 6 
and discharge." A fourteen year follow-up study shewed 
34 
W.W. Ronan, "Work Group Attributes and Grievance Ac¬ 
tivity,” Journal of Arplied Psychology, 47 (1S63), 38-41; 
Howard Suikm and Robert W. Prar.is, "Comparison of Grievants 
with Non-Grievants in a Heavy Machinery Company,” Personnel 
Psychology, 20 (1367), 111-119 and Arthur C. Eckerman, An 
Analysis cf Grievances and Aggrieved Employees in a Machine 
Shop and Foundry," Journal of Applied Psychology, 32 (1948), 
255-269. 
35 _ . 
"Ronan, "Work Group Attributes,” p. 40 and Edwin A.. 
Fleishman, E.F. Harris and H.E. Burtt, leadership and Super- 
vision in Industrv (Columbus: Ohio State University, 1355). - - - ■* * 
3 6 
The American Arbitration Association, Procedural and 
Substantive Aspects cf Lab cr-Management Arbitration: An AAA 
Research Report (New York: 1957), p. 23. 
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that this percentage varied little from year to year with 
discipline and discharge accounting for roughtly twenty- 
37 
seven percent of the total cases processed. 
Evidence of individual factors. Another group of em¬ 
pirical findings centers on individuals rather than anony¬ 
mous groups. These studies found that absences are not uniformly 
or even normally distributed but tend to concentrate in a 
relatively few individuals. Absences due to illness show 
a similar trend. In addition to his own findings. Linden 
cited eleven separate studies in the United States and five 
European nations which reveal that illness absence irre¬ 
spective of number of days lost, sex or waiting time for 
worker compensation displays an exponential distri¬ 
bution with the greater number of absences concentrated in 
39 
a few individuals. 
Little work has been done to study the phenomenon of 
the "job hopper" despite the importance attached to work 
37 
Pigors and Myers, Personnel Administration, p. 324. 
38 
See, for example: Alain-Daniel Dekar, "Absenteeism: 
A Fact of Life," Personnel Journal, 48 (1969), 881-894; 
Alfred J. Marrow, David G. Bowers and Stanley E. Seashore, 
Management by Participation (New York: Harper and Row, 
1967;; and Lawrence L. Steinmetz and Peter P. Schoderbek, 
"What You Can Do About Absenteeism," Supervisory Manage- 
ment, 12 ( 1967) , 14. 
3 9 
Linden, Absence from Work, pp. 18-19. 
29 
history in the decision to employ. Work history has been 
incorporated into a number of areas of behavioral research 
as a manifestation of life accommodation patterns but not 
as a subject worthy of study in itself. In one of the few 
studies of migratory behavior of workers, Gell£ri used 
questionnaires, personality tests and, interviews to inquire 
into the causes of frequency of job change. He concluded 
that job change is a means of tension release and that mi¬ 
gratory work behavior is socio-economically determined.^ 
Studies of industrial accidents usually reveal that 
some individuals have many more accidents than others. 
These findings lead some to conclude that there is a phe¬ 
nomenon of "accident proneness"—factors in a person's 
make-up which predispose him or her to have more accidents 
than others. Many factors ostensibly contribute to "acci¬ 
dent proneness" including physical, physiological, psycho¬ 
logical and situational factors. Yet, there is no clear 
41 
cut case for or against "accident proneness" although it is 
an accepted practice to identify those who apparently have 
more accidents than their counterparts and seek out the 
causes or move the individual to another work situation. 
40Peter Gelleri, "Inadaptiv Munkahelyvaltozfatasi 
Magatartasformak Szemel yiseglelektani Katterol (About the 
Personological (sic) Background of Conduct Forms involving 
Inaaaptive Migrations from Job to Job)," Magyar Psziocho- 
logial Szemele 28 (1971), 376-389 (English summary). 
41B. von Haller Gilmer, Industrial Psychology (New 
York: McGraw-Hill Book Co. , 1961) , pp. 314-315. 
30 
The only data on disciplinary cases may be found in 
grievance cases arising out of disciplinary actions and 
discharge brought to arbitration and processed by the Amer¬ 
ican Arbitration Association. A study of workers who were 
discharged and later reinstated by arbitrators showed that 
70 percent presented no subsequent disciplinary problem. 
However, a small group (8 of 96 reinstated employees) re¬ 
peated the same offense for which they were originally dis¬ 
charged and 4 of these were terminated for a second time. 
Another 21 subsequently committed some different offense. 
42 
Of these 11 were terminated. A second study showed similar 
trends with 3 of 53 reinstated employees discharged a sec- 
ond time. 
The propensity for certain behaviors to cluster in a 
relatively small segment of the work force has given rise 
to a large body of work directed at determining whether or 
not common antecedents, consequences or correlates of work 
behavior exist. This work is summarized in the following 
section. 
JlO 
Arthur M. Ross, "The Arbitration of Discharge Cases: 
What Happens After Reinstatement?,” Critical Issues in Labor 
Arbitration, Proceedings of the Tenth Annual Meeting of the 
National Academy of Arbitrators (Washington, D.C.: Bureau 
of National Affairs, Inc., 1957), pp. 34-36. 
^^Thomas J. McDermott and Thomas H. Newhams, "Dis¬ 
charge-Reinstatement: What Happens Thereafter?,1, Industrial 
and Labor Relations Review, 25 (1971), 526-540. 
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Personal and social factors. 
Studies of individual firms. Many of the studies 
defy comparison because there are marked differences in the 
selection and specification of personal and other non-atti- 
tudinal variables as well as the behaviors themselves. 
Table A.4, Appendix A lists some of the works linking job 
behaviors and factors such as age, sex, tenure, education 
and family factors. 
There is a lack of independence among some variables. 
For example, younger workers have less tenure and as a rule 
have higher educational levels. Moreover, there are job re¬ 
lated factors associated with personal variables. For ex¬ 
ample, women and non-whites generally hold lower skilled, 
lower paying jobs than white males. 
Some trends emerge. Youth displays more absenteeism 
and higher job turnover than older workers. Women are ab¬ 
sent from work more than men. Family size is a factor in 
absence of married women. Married women are absent more 
frequently than single women but single men tend to be ab¬ 
sent more than married men. Socio-economic class plays a 
strong part in the incidence and time lost from work of 
certain illnesses.44 Ethno-cultural differences insofar 
as work attitudes and values were perhaps first recognized 
44August B. Hollingshead and Frederick C. Redliche, 
Social Class and Mental Illness (New York: John Wiley and 
Sons , 19S:8)i 
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in the well-known work of Max Weber. Attempts to empir¬ 
ically verify Weber’s ideas have been for the most part 
46 
confined to work attitudes rather than performance. 
Gadourek in a recent study of absences among workers in 21 
Netherlands firms found no evidence to link absence with 
religious affiliation.^ » 
Studies of chronic grievants indicate that the grievants 
are younger, better educated and have less service with the 
. 48 
company than non-gnevants. Stagner saw the basic difference 
between grievers and non-grievers as being that grievers are 
49 
more ’’thin-skinned” and had their feelings hurt more easily. 
Thus, under certain conditions, one worker will tolerate a 
condition whereas another worker would protest. This would 
imply that grievance activity is independent of the work situ¬ 
ation. One study indicated that grievances are not more pre- 
45 
Max Weber, The Protestant Ethic and the Spirit of 
Capitalism. Translated by Talcott Parsons. (New York: 
Scribner, 1958). 
46 
The classic in this field is Gerhard Lenski, The Re¬ 
ligious Factor: A Sociological Study of Religious Impact 
on Politics, Economics and Family Life (New York: Doubleday, 
1961). 
47 
Gadourek, Absences, p. 152. 
il o 
Phillip Ash, "The Parties to the Grievance,” Person¬ 
nel Psychology, 23 (1970), 13-37; Kenneth F. Schenkel, James 
E. DeWire and W.W. Ronan, "One in Every Crowd? The Chronic 
Grievant," Proceedings of the 81st Annual Convention of the 
American Psychological Association (1973), 583-584; and- 
Eckerman, "An Analysis of Grievances,” pp. 255-269. 
^Ross Stagner, The Psychology of Industrial Conflict 
(New York: John Wiley and Sons, Inc., 1956), pp.334-395. 
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valent in one kind of work than another. However, another 
study found a significant although weak negative relation¬ 
ship between hourly earnings and rate of earnings increases 
51 
to grievance submission. 
Studies on a national basis. Macroanalytic data 
generally uphold the findings of researchers who have linked 
variations in absenteeism, accidents and turnover to demo¬ 
graphic and social variables. U.S. Department of Health, 
Education and Welfare data on time lost from work due to 
illness or injury showed that time lost from work varied 
widely on several bases including age, sex, education, fam- 
ily income, race and workplace. The age relationship was 
not clear cut because only four rather broad age categories 
were used in the report: 17-24 years, 25-44 years, 45-64 
years and 65 years and older. Absence from work peaked in 
the 45 to 64 year old group. Absences were the highest 
where total family income was less than $5,000. Overall, 
women experienced more absences than men, but an interest¬ 
ing relationship in the sex differences appeared when fac¬ 
tors of age and family income were partialled out. Women 
cn 
Ash, ’’The Parties to a Grievance,” pp. 13-37. 
^Sulkin and Pranis, ’’Comparison of Grievants with Non- 
Grievants,” pp. 111-119. 
c o 
U.S. Department of Health, Education and Welfare, 
Public Health Service, ’’Time Lost From Work Among the Cur¬ 
rently Employed Population,” Vital and Health Statistics 
Series 10, No. 71 (Washington, D.C.: Government Printing 
Office, April 1972). 
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were absent more than men for all age groups except the peak 
absence group of 45 to 64 years of age. In this case, the 
absence rate for women fell slightly below that of men. A 
similar inverse trend occurred in the case of family income. 
Female absences were higher than males for all income groups 
except in the lowest family income bracket. Absence was in¬ 
versely related to formal education. Non-whites had far 
higher absence rates than whites. The age and race rela¬ 
tionships held for both men and women. 
There was a relationship between income protection 
plans and absence from work. The lowest absence was found 
in groups having the highest income protection and the high¬ 
est absence rates were found among those who had the least 
income protection. This relationship held for race, income, 
occupation and industry and confirmed the contention that 
factors other than the extent of monetary renumeration for 
time off determine time lost from work. 
A later U.S. Department of Labor report using data on 
sporadic absence (less than one week) found that absences 
were higher among younger workers than older workers for 
both sexes. Women had higher absence rates than men for 
all age groups. When absence was measured using absences 
of one week duration or more, this was not true. In the 
latter case, the age relationship tended to reverse but sex 
differences held. This may suggest that older workers are 
35 
more prone to longer absences perhaps associated with ill¬ 
ness due to aging. Younger workers are more prone to spor¬ 
adic absences and this may be suggestive of job alienation. 
Furthermore, married men had lower rates of sporadic ab¬ 
sence than unmarried men, but married women were absent 
more often than single women. Women again tended to have 
higher absence rates although the differences narrowed when 
53 
factors of salary and occupational group were matched. 
Another government study found variations in demograph- 
54 
ic and social factors in on-the-job accidents. Blue col¬ 
lar workers experienced far higher accident rates and time 
lost due to accidents than any other category. Focusing on 
the blue collar worker, craftsmen had the highest accident 
rate with operatives and laborers experiencing similar but 
lower rates. Laborers experienced almost twice the days 
lost than craftsmen or operatives. Older workers had far 
fewer accidents than younger ones, but older workers ac¬ 
counted for almost fifty percent more time lost from work 
because of accidents. Whites and non-whites had approxi¬ 
mately the same number of work injuries per number employed 
but non-whites accounted for one and one-half as many work 
5 3 
°Janice Niepert Hedges, ,TAbsence From Work-A Look 
at Some National Data," Monthly Labor Review, 96 (1973), 
24-30. 
^U.S. Department of Health, Education and WTelfare, 
Public Health Service. "Work Injuries Among Blue-Collar 
Workers and Disability Days," Vital and Health Statistics 
Series 10, No. 68 (Washington, D.C.: Government Printing 
Office, February 1972). 
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loss days. This was also true when age was partialled out. 
No data were given to allow testing of explanatory variables 
for the occupational and racial differences, i.e. that un¬ 
skilled occupations may have a higher risk of more serious 
injury and non-whites are more heavily represented in these 
categories. The education factor in accidents was mixed. 
Those workers having 9 to 11 years formal education had far 
higher accident rates than those with less schooling. When 
age was considered along with education, the education-acci¬ 
dent relationship held an inverse trend in the 17 to 44 year 
old group. The 45 to 64 year old group did not show the 
same trend reflecting perhaps intergenerational differences. 
The education factor showed the same trend for both time 
lost due to accidents and accident rates. 
The foregoing national data while subject to varying 
interpretation seem to uphold some previously stated con¬ 
tentions. First, there is a relationship between personal 
and social variables and job behaviors. Second, the rela¬ 
tionships are more apparent when absence is measured in 
terms of frequency rather than severity. Finally, social 
I 
factors are at work in a person’s definition of illness and 
the decision to absent oneself from work due to illness or 
other reasons. 
National data on quit rates are limited to macroecon¬ 
omic models. These models do not encompass ncn-economic 
sources of labor mobility which are rooted in demography 
37 
and the social order. One exception to this is the partici¬ 
pation of women in the labor source. Female labor force 
participation is a recognized source of longitudinal and 
cross-sectional variation in quit rates. Bureau of Labor 
Statistics data on labor turnover rates by sex in the 19 58- 
1968 period show that women have higher quit rates than men 
but this difference has narrowed dramatically. Early and 
Armknecht developed a model which accounts for variations 
in earnings. They demonstrated a sharp reversal of quit 
behavior on the part of women as well as a change in the im¬ 
pact of female work force participation. Cross-sectional 
analysis of twenty year data indicate that in earlier years 
as the relative proportion of women in an industry increased 
so did the quit rate. The strength of the relationship 
diminished over the years. By 1965 the direction reversed 
and in 1966 a significant and negative relationship emerged 
5 5 
which has continued. 
The foregoing data strongly suggest that personal and 
social factors have some relationship to work behaviors. 
Despite the evidence, there has been little work to identi¬ 
fy, for example, "a typical absentee" or "a typical job 
c 5 
John F. Early and Paul A. Armknecht, "The Manufactur¬ 
ing Quit Rate: Trends, Cycles and Interindustry Variations," 
Bureau of Labor Statistics Staff Paper 7 (Washington, D.C.: 
Government Printing Office, 1973). 
38 
5 6 
hopper" from more satisfactory employees.'' The grievance 
prone worker apparently shares some characteristics with the 
absence prone worker and perhaps even with the "job hopper," 
yet, there has been little work to investigate any overlap 
in these categories. 
Job factors. In addition to personal and social char¬ 
acteristics associated with job behavior, job performance 
and job satisfaction researchers have looked for the sources 
of satisfaction in the job itself rather in the nature of 
the work force. Certain occupations, industries and even 
firms are more prone to one or a combination of behaviors 
under discussion. In addition, factors of job content and 
context have been studied. Among the variables studied are 
supervisory style, organizational size, role clarity, repeti¬ 
tive nature of the work, group cohesion, emphasis for produc¬ 
tion and the nature and extent of interpersonal contacts. 
The studies in this area have the same ambiguities and 
methodological problems as those which study individual var- 
• vi 57 lables. 
5 6 
This work centers on the chronic absentee. See, for 
example: Baldev R. Sharma, "Absenteeism: A Search for 
Correlates," Indian Journal of Industrial Relations, 5 
(1970), 267-282, and Linden, Absence, passim. 
5 7 
For an up-to-date summary of recent work in this area, 
see: Lyman W. Porter and Richard M. Steers, "Organizational, 
Work and Personal Factors in Turnover and Absenteeism," Psy¬ 
chological Bulletin, 80 (1973), 151-176. 
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Job satisfaction research. The last major body of work 
which bears on this study is that of job satisfaction—a 
measure of how individuals feel about their jobs. This 
research generally uses some kind of paper and pencil ques¬ 
tionnaire. Much of the work suffers from lack of theory as 
well as inherent methodological difficulties. Nevertheless 
the findings as a rule parallel the work of job performance 
researchers. 
Part of the difficulty in assessing job satisfaction 
research rests in the definition of job satisfaction itself. 
Wanous and Lawler reviewed nine operational definitions of 
job satisfaction and demonstrated that all the definitions 
do not yield empirically comparable results. They con¬ 
cluded that some of the conflicting reports are due to 
, 58 
measures used. 
The earliest suggestion of a link between job satis¬ 
faction and a performance criterion was reported by Kcrn- 
59 
hauser and Sharpe in 1932 in a study of absence. Subse¬ 
quent work has linked job satisfaction with absences and 
turnover in varying degrees (Table A.5, Appendix A lists 
some of the research findings). Both on an individual and 
-58- 
John P. V/anous and Edward E. Lawler, "Measurement 
and Meaning of Job Satisfaction," Journal of Applied Psy¬ 
chology , 56 (1972), 95-105. 
^Arthur W. Kornhauser and Agnes A. Sharpe, "Employee 
Attitudes: Suggestions from a Study in a Factory," ^er- 
sonnel Journal, 10 (1932), 393-404. 
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on a group basis, a negative relationship exists between 
satisfaction and absence and turnover; however, the magni¬ 
tude and significance of these relationships varies. Some 
of the ambiguities and contradictions may be attributed to 
methodological considerations particularly in the opera¬ 
tional definition of the variables under study. Two studies 
noted that the best linkage occurred when absenteeism was 
6 0 
measured in terms of frequency rather than severity. 
Vroom reached a similar conclusion in a survey of ten dif- 
61 
ferent studies of job satisfaction and absence. 
Little work has been done to test the suggestion that 
industrial accidents reflect dissatisfaction with the work 
6 2 
situation. Three studies of the link between industrial 
accidents and job satisfaction indicate only a need for 
further study. There were two reports of negative corre¬ 
lations (-.42 and -.23) between accidents and job satisfac- 
6 3 64 
tion. Another work yielded nonsignificant findings. 
6 0 
Floyd C. Mann and Howard Baumgartel, Absences and 
Employee Attitudes in an Electric Power Conpany (Michigan: 
Survey Research Center, University of Michigan, 1952) and 
Helen Metzner and Floyd C. Mann, "Employee Attitudes and 
Absences," Personnel Psychology 6 (1953), 467-485. 
^Vroom, Work, pp. 178-180. 
62 
Hill and Trist, "A Consideration of Industrial Acci¬ 
dents," pp. 121-152. 
6 3 
Stagner, Flebbe and Wood, "Working on the Railroad," 
pp. 293-306. 
64 
Vroom, Work, p. 180. 
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Only one study explored the possible link between 
grievances and job satisfaction. It found a significant 
6 5 
and negative relationship between the two. 
Attempts to link satisfaction with industrial acci¬ 
dents and grievances also suffer from methodological dif¬ 
ficulties. These works as well as those focusing on ab¬ 
senteeism and turnover include a wide range of definitions 
of job satisfaction ranging from a single question as to 
6 6 
satisfaction with one’s job to more rigorously developed 
and demonstrably reliable measures such as the Job Descrip¬ 
tion Index (JDI).^ 
One of the major assumptions of most job satisfaction 
researchers is that job satisfaction is positively associ¬ 
ated with job performance. In other words, one can posi¬ 
tively increase production by meeting the needs of the 
68 69 
workers. Brayfield and Crockett concluded that there 
^Ronan, "Work Group Attributes," pp. 255-268. 
6 6 
Edward A. Nicholson, Jr. and Roger D. Roderick, "A 
Multivariate Analysis of Some Correlates of Job Satisfac¬ 
tion Among Men Aged 45 to 49," Columbus, Ohio: Ohio State 
University, 1972. (Mimeographed.). 
6 7 
Patricia Cain Smith, Lome M. Kendall and Charles L. 
Hulin, The Measurement of Satisfaction in Work and Retire- 
ment (Chicago: Rand McNally and Co., 1969). 
6 8 
For example, see: D. Katz, N. Maccoby and Nancy C. 
Morse, "Productivity, Supervision and Morale in an Office 
Situation," Ann Arbor, Michigan: University of Michigan, 
1950. (Mimeographed.). 
K Q 
3Arthur H. Erayfield and Walter H. Crockett, "Employee 
Attitudes and Employee Performance," Psychological Bulletin, 
52 (1955), 396-424. 
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is little evidence of any simple or even appreciable rela¬ 
tionship between attitude and performance. A similar con¬ 
clusion was reached by Vroom who reviewed twenty different 
studies which attempted to link some measure of job satis¬ 
faction with some production criterion. He found that cor¬ 
relations ranged from -.31 to +.86 with a median correla¬ 
tion of +.14.70 
Further work attempted to relate job satisfaction and 
personal and social variables. This work also suffers the 
same methodological deficiencies encountered by job per¬ 
formance investigators. Table A.6, Appendix A highlights 
some of this work. 
National data on job satisfaction provide a few longi- 
71 
tudinal trends. The data lack the rigor of micro-analytic 
work but give some insight into the notion of job satisfac¬ 
tion. Eight Gallup Polls since 1963 and seven national 
surveys since 1968 failed to confirm the popular notion of 
growing work alienation. A U.S. Department of Labor anal¬ 
ysis of these surveys conducted by the National Opinion 
Research Center and the Survey Research Centers of the Uni¬ 
versities of Michigan and California raises some interest¬ 
ing points of agreement and disagreement with the micro- 
analytic studies. 
_ 
vroom. Work, pp. 184-185. 
71 
U.S. Department of Labor, "Job Satisfaction: Is 
There a Trend?," Manpower Research Monograph No. 30 (Wash¬ 
ington, D.C.: Government Printing Office, 1974 ) . 
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In general, micro-analytic studies indicate that women 
are more satisfied with their jobs than men, older workers 
are more satisfied than younger workers and the better edu¬ 
cated worker is more satisfied than those with lower levels 
of formal education. National data indicate that differ¬ 
ences between men and women in regard, to job satisfaction 
fluctuated over a fifteen year time frame with the differ¬ 
ences being only intermittently statistically significant. 
There was no discernible time trend in the data as far as 
sex differences were concerned. Education was positively 
related to job satisfaction. Level of education did not 
show a corresponding payoff. There was no linear relation¬ 
ship among those with less than a high school education, 
but there was a positive relationship between education 
and job satisfaction among those with formal education be¬ 
yond high school. Age demonstrated the same linear posi¬ 
tive relationship as found in individual studies. This 
trend has held for at least fifteen years. 
Job satisfaction researchers have also probed the job 
and work place as potential sources of satisfaction or dis¬ 
satisfaction. In a manner similar to work on personal var¬ 
iables, there is less than conclusive evidence, but higher 
satisfaction appears to be associated with higher skilled, 
higher paid positions. Occupations and positions having 
a wider range of autonomy also tend to be associated with 
44 
higher job satisfaction. 
ll 
There is a growing consensus that there is little em¬ 
pirical or theoretical basis to conclude that attitude 
alone predicts behavior. In a similar manner, situational 
or other independent variables alone will not account for 
behavior. Researchers have postulated that there is a com¬ 
plex interaction of psychological, sociological and cultur¬ 
al variables in the attitude-behavior relationship. The 
precise nature of the relationship has defied analysis. 
This may be due simply to the complexity of the relation¬ 
ship. Factor analytic studies have established only the 
"complex man” hypothesis. Gadourek studied absences among 
2209 male employees in 21 firms in the Netherlands and 
factor analyzed 59 personal, situational, performance and 
7 3 
attitudinal variables with essentially negative findings. 
In the United States, Ronan studied 11,000 workers. Factor 
* 
analysis of some 54 variables yielded little to uphold the 
74 
attitude-behavior relationship. 
Despite the inconclusiveness of the work, job satis¬ 
faction questionnaires are reasonably reliable measures of 
— 
For the earliest and best known review, see: Bray- 
field and Crockett, "Employee Attitudes," pp. 396-424. For 
a more recent review, see: W.W. Renan, "Individual and 
Situational Variables Relating to Job Satisfaction," Journal 
of Ap -• ’ ~ ’ - r" '”'170), 1-31. 
229 . 
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1-31. 
Ronan, "Individual and Situational Variables," pp. 
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an important human characteristic. Furthermore, job satis¬ 
faction tends to show a universal nature. Cross cultural 
studies reveal some differences; however, intra-cultural 
differences generally hold for some factors such as occu¬ 
pational group, sex, age and job related variables. The 
evidence also indicates a consistent negative relationship 
between satisfaction and turnover. The accident-satisfac¬ 
tion and grievance-satisfaction relationships have not been 
studied sufficiently to warrant any conclusion. 
In summary, the major assumptions underlying job sat¬ 
isfaction work are that those who have positive attitudes 
to work will produce more, miss fewer shifts, change jobs 
less frequently and overall better conform to industrial 
life than those who are less satisfied. After a number 
of years of study and several thousand related pieces of 
research, the evidence apparently does not uphold the gen¬ 
erality or intensity of the satisfaction-performance thesis. 
Vroom suggested that job satisfaction and performance may 
well be conceptually and empirically separate outcomes of 
75 
the person-work relationship. Patricia Cain Smith con¬ 
cluded: ''there is no necessary connection between produc¬ 
tivity and satisfaction" and that "satisfaction and dissat¬ 
isfaction may or may not result in overt behavior (changes 
in productivity, grievances, absences, turnover, etc.) de- 
75 
Vroom, Work, p. 187. 
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pending upon the individual’s personality" and "under cer¬ 
tain circumstances, job satisfaction and particularly job 
dissatisfaction may lead to overt behavior which is of in¬ 
terest to organizations." She also notes that despite the 
findings "there are still valid reasons for wanting to 
study job satisfaction. Most obviously it can be viewed 
as an end in itself. 
Summary 
Despite empirical ambiguities and theoretical differ¬ 
ences, a number of issues emerge. First, a large amount of 
dysfunctional worker behavior is also avoidable. This in¬ 
cludes a large part of organizational absenteeism, turn¬ 
over, disciplines and grievances and perhaps even accidents. 
Second, these behaviors share some common correlates in a 
work force and a work situation. Third, there is a complex 
interaction of personal and organizational variables yield¬ 
ing marginal performance. 
The contention of this study is that individuals bring 
to their jobs certain beliefs, attitudes and values which 
in combination with the work situation give rise to expec¬ 
tations insofar as the employee-employer relationship is 
*7 C 
Patricia Cain Smith, "The Development of a Method of 
Measuring Job Satisfaction: The Cornell Studies," in Per¬ 
sonnel and Industrial Psychology, ed. by E. Fleishman CHore- 
wccc, Illinois: The Dorsey Press, 1967), pp. 343-350. 
(Author’s italics.). 
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concerned. From these expectations flow observable behav¬ 
ior. Because not all share the same expectations, individ¬ 
uals will react differently to the same situation. Porter 
and Steers point out ’’since different employees can have 
potentially quite different expectations with respect to 
payoffs or rewards in a given organization or work situa¬ 
tions it would not be anticipated that a given variable 
(e.g. high pay, unfriendly work colleagues) would have a 
77 
uniform impact on withdrawal decisions.’’ 
Recognizing that both situational as well as personal 
determinants of behavior exist, this study looks at 
relatively homogeneous work situation to see if the link 
between personal and social variables and behavior is suf- 
t 
ficiently strong that it will remain relatively unobscured 
by organizational factors. 
77 
Factors 
Porter and Steers 
,’’ p. 152. 
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CHAPTER III 
PROCEDURES AND METHOD OF INVESTIGATION 
This chapter outlines the procedures and methods used 
in this study and includes: (1) definitions of key variables 
under study; (2) hypotheses tested; (3) methodology; and (4) 
analytic methods. 
Definitions 
Each of the key variables used in this study is defined 
as specified below to insure a uniform understanding of 
commonly used terms. 
Absence. Absence from work perhaps has been studied 
more extensively than any other job performance variable. 
Gaudet in a review of the literature found forty-one differ¬ 
ent specifications of the absence variable.1 The lengthy 
t 
treatment of this subject is presented to clarify the choice 
of method used. 
The term "absence" is used to describe an employee * s 
failure to report to work when scheduled. This excludes 
scheduled vacation periods and other scheduled absences such 
as time off to fulfill military training requirements, jury 
duty, union business and holidays. 
Frederick J. Gaudet, "Solving the Problems of Employee 
Absence," American Management Research Study No. 57 (New 
York: The American Management Association, 1963). 
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The term "absence incidence" is used to describe a con¬ 
tinuous period of absence regardless of the number of days 
absent. The term "absence incidence" is synonymous with 
"absence frequency." The latter term is often found in re¬ 
search reports on absence. The measure is expressed as 
follows: 
2 
Absence incidence (frequency) X 100/days scheduled. 
Absences are recorded both in terms of incidence and 
severity. Further subcategorization is made by cause as fol¬ 
lows: absences due to illness, other excused absence and un¬ 
excused absence. 
Data were gathered in this manner to allow7 in-depth an¬ 
alysis f preliminary data proved to be ambiguous. Two inde¬ 
pendent studies tested several absence measures and concluded 
3 
that absence incidence is the most reliable measure. Inci¬ 
dence rates also remove the effect of long term illness and 
focus on the trouble area of sporadic absence. 
Total incidence rates in some cases sufficed for anal¬ 
ysis without resort to subcategorization by cause. Brook- 
2 
The purpose of reducing the variables to a rate is to 
accommodate differences in days scheduled as well as dif¬ 
ferences in length of timeeworked during the study period. 
2J.K. Chadwick-Jones, et. al., "Absence Measures: 
Their Reliability and Stability”in an Industrial Setting," 
Personnel Psychology, 24 (1971) 463-470 and Edgar ?. Huse 
and Erwin K. Taylor, "Reliability of Absence Measures," 
Journal of A.pplied Psychology, 46 (1962), 159-160. 
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shire noted that 50 to 75 per cent of days lost from work 
are due to illness. If one is to treat illness separately, 
this involves a value judgement that illness absences are 
in some way more acceptable and unavoidable than those due 
to other reasons. The boundary between the physical and 
the emotional as well as between the excused and the unex¬ 
cused absence is not at all clear. Given certain circum¬ 
stances, some workers will choose to absent themselves from 
work and others will not. Social epidemiologists have 
traced a link between social system variables and the inci¬ 
dence of certain disorders particularly the psychoses, 
psychoneuroses, alcoholism and other personality disorders. 
They also have explored the social determinants of the 
definition of !,dis-easeM and the avenues and methods of 
5 
treatment. The role of social factors in the decision to 
absent oneself from work was further demonstrated by Linden 
who found that lower income groups have a wider definition 
of illness whereas middle class groups focus on functional 
disorders.^ 
^Marjorie Brookshire, Absenteeism (Los Angeles: Uni¬ 
versity of California, 1960), p. 4. 
5 
Merrill T. Eaton, Jr., "Socio-Economic Level and Men¬ 
tal Health," Journal of Occupational Medicine, 11 (1969), 
533-537; Erving Goffman, Asylums (Chicago: The Sedine 
Press, 1961) and August B~ Hollingsheaa and Frederick C. 
Redliche, Social Class and Mental Illness (New York: John 
Wiley and Sons, 1958 
6 
Victor Linden, Absence from. Work and Work Capacity 
(Bergen, Norway: The National Health Insurance, Local Office 
of Bergen, 1967), p. 15. 
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A further consideration in the definition of absence— 
and in any operational definition of marginal performance— 
is the special case of the alcoholic. It has become quite 
acceptable for business organizations to treat the alcoholic 
as a separate--and remediable—problem in employee manage¬ 
ment. Treating alcoholism separately involves somewhat the 
same value judgement as treating absence due to illness as 
more acceptable and unavoidable than absences due to other 
reasons. Alcoholism is intrinsically related to the ques¬ 
tion of life accommodation patterns. Job performance of the 
alcoholic has been the subject of much study. One work 
found that although alcoholics exhibit "Blue Monday" absences 
more frequently and follow a pattern of declining performance 
over the years, alcoholics do not have chaotic work histories. 
This study also found that although alcoholics have far high¬ 
er off-the-job accidents than non-drinkers they are not more 
7 
prone to on-the-job accidents. A second study found a 
slightly different pattern with alcoholics having 3.6 times 
as many accidents than non-drinkers. These job related acci¬ 
dents for alcoholics were found to be excessive up to age 40, 
but after that point there was no association between alco- 
o 
holism and accidents at work. In summary, 
7 
Harrison M. Trice, "Alcoholism and the Work World," 
Sloan Management Review, 12 (1970), 67-75. 
^Observer (pseudonym) and Milton A. Maxwell, "A Study of 
Absenteeism, Accidents and Sickness Payments in Problem 
Drinkers in One Industry," Journal of Studies on Alcohol, 20 
(1959), 302-312. 
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although alcoholism poses a social problem, the evidence is 
not sufficiently compelling to warrant singling out this 
group in the study at hand. 
A final consideration on absence is that of organiza¬ 
tional policy concerning time off and specifically those 
policies which provide paid time off in some proportion to 
tenure. It has been argued that liberal policies on absence, 
particularly paid absence, convey the impression that absence 
is condoned; therefore, maximum use is made of authorized 
time off. Few studies of the effect of absence policies 
have been undertaken at the level of the firm. In countries 
having national social schemes for paid worker absence, a 
wealth of data is available to systematically study the 
effect of absence policy at the national level. In four 
European nations, eight separate studies of absence due to 
illness failed to yield similar results. There appears to 
be some relation between absence and the extent of monetary 
renumeration for time off; however, other factors such as 
sex, social class and annual earnings appear to be of greater 
importance in absence frequency and severity than provisions 
9 
of sick pay schemes. U.S. Department of Health, Education 
and Welfare data,^ though not specifically designed to 
-§--- 
Linden, Absence, p. 24. 
^U.S. Department of Health, Education and Welfare, Pub¬ 
lic Health Service, "Time Lost from Work Among the Currently 
Employed Population," Vital and Health Statistics Series 1C, 
No. 71, (Washington, D.C.: Government Printing Office, April 
1972), pp. 22-25. 
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measure the impact of income protection, do provide some 
evidence to challenge the conventional wisdom that absences 
increase with liberality of organizational policy.^ Thus, 
findings in a single organization will not necessarily be 
heavily colored by the absence policy of the firm. 
Terminees. The term "terminee" extends to all employ¬ 
ees who left the organization during the time period studied. 
All terminees are included to account for all employees on 
board during the period of study. 
Terminees are subdivided by reason for the termina¬ 
tion: retirements, discharges, resignations and deaths. 
Analysis of termination focused on that group composed of 
those who resigned or who were discharged. This group is 
felt to form one facet of the "problem worker". They are 
treated as one because the boundary between voluntary and 
involuntary separation is far from clear-cut. 
Accidents. The term "on-the-job accidents" includes 
those job related injuries recorded on "A Log of Occupational 
Injuries and Illness" (OSHA Form 100) as stipulated by the 
Secretary of Labor under the Williams-Steiger Occupational 
Safety and Health Act of 1970. This record provides a source 
for all occupational injuries in an organization. It in- 
■^See Chapter II for a summary of these findings. See 
also: Janice Niepert Hedges, "Absence From Work-A Look at 
Some National Data," Monthly Labor Review, 96 (1973), 24-30. 
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eludes those injuries which do not result in time lost from 
work as well as injuries incurred by employees who transfer 
or terminate employment. On-the-job accidents are recorded 
both in terms of occurrence as well as time lost. These 
are reduced to a rate as follows: 
Number of accidents (days lost) x 100/days worked 
Grievances. In this study, the term "grievance" is 
limited to those reduced to writing under a formal grievance 
system. They are further limited to those initiated by indi¬ 
viduals (as opposed to those grievances initiated in the 
name of a group or the bargaining unit as a whole). Griev¬ 
ances are further classified into those arising from disci¬ 
plinary actions and those resulting from non-disciplinary 
disputes. The purposes of the dichotomy are: (1) to remove 
the interrelationship between disciplinary actions and griev¬ 
ances arising from such actions; and (2) to test the conten¬ 
tion that two types of grievants may exist: (a) those who 
initiate some action for which they were disciplined and (b) 
those who react to some steps taken by the organization (e.g. 
12 
job assignments, overtime). 
Grievances are also reduced to.a rate. Because griev- 
-To- 
Kenneth F. Schenkel, James E. DeWire and W.W. Ronan, 
’’One In Every Crowd? The Chronic Grievant,” Proceedings of 
the 81st Annual Convention of the American Psychological 
Association, (1973), 583-584. 
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ances cannot be assumed to be related to the length of a 
workweek as in the case of absences and accidents, the rate 
is computed using a standard five day workweek. The pur¬ 
pose of reducing grievances to a rate is to reflect griev¬ 
ance activity in relation to the length of employment in 
the period to be studied. 
Discipline. The term "discipline" describes infrac¬ 
tions of organizational rules recorded under official organ¬ 
izational policy. Discipline is subcategorized by cause to 
remove the interrelationship among discipline, absence and 
grievances. Disciplinary actions are reduced to a rate in 
the same manner as grievances. 
Hypotheses 
This section includes the hypotheses and subhypotheses 
used to explore the 'distribution and correlates of dysfunc¬ 
tional organizational behavior. Specifically, the hypothe¬ 
ses test: (1) the interrelationship of absence, termina¬ 
tions, disciplines, accidents and grievances; (2) the impact 
of chaotic work history on current performance; (3) the 
effect of job factors on worker performance and (4) the 
impact of personal factors on worker performance. 
Hypothesis 1: Absences, terminations, 
disciplines, grievances and accidents 
occur in a nonrandom pattern. 
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Absences, terminations, disciplines, accidents and 
grievances will never be completely eliminated. Some are 
unavoidable and some are even beneficial to the organiza¬ 
tion and worker alike. When any one or a combination of 
these markedly increase and/or begin to appear in a non- 
j 
random pattern, there probably are underlying factors which 
may be traced to some identifiable—and in some cases re¬ 
mediable—sources.^ 
In a slightly different vein, if data over a period of 
time indicate that any one or a combination of behaviors 
tend to cluster in a relatively small group independent of 
work factors, this group bears special attention in that it 
may be indicative of ’’problem" workers—those workers who 
pose a source of chronic disruptive behavior. 
The variables under study are not independent in many 
ways. A large number of grievances arise out of disciplin¬ 
ary actions and many of the disciplinary actions result 
from absenteeism. Some accidents result in lost time from 
work. Terminations are not independent of grievances or 
disciplines. The independence of the variables, however, 
13 
An exhaustive discussion of the relationship among 
these behaviors may be found in Chapter II. Within any one 
firm, it has been found that factors of job content and 
context such as working conditions , size of unit or super¬ 
vision give rise to what is termed a "troublesome unit." 
For a discussion of this concept, see: W.W. Ronan, "Indi¬ 
vidual and Situational Variables Relating to Job Satisfac¬ 
tion,” Journal of Applied Psychology, 54 (1970), 1-31. 
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r 
is not at issue. In fact, their interrelationship, par¬ 
ticularly the incidence across individuals, is one of the 
points of the study. 
Using both the individuals and groups as the level of 
analysis, ten operational hypotheses are tested in support 
—6f this general hypothesis: 
Operational hypotheses 1 (a through d). 
There is no statistically significant relation¬ 
ship between absences and (a) termination; (b) 
disciplines, (c) grievances and (d) accidents. 
Operational hypotheses 1 (e through g). 
There is no statistically significant relation¬ 
ship between termination and (e) disciplines, 
(f) grievances and (g) accidents. 
Operational hypotheses 1 (h and i). 
There is no statistically significant relation¬ 
ship between disciplines (h) grievances and (i) 
accidents. 
Operational hypothesis 1 (j). 
There is no statistically significant relation¬ 
ship between grievances and accidents. 
58 
Hypothesis 2: Chaotic work histories 
are related to current job performance. 
Employment application forms asking for prior employ¬ 
ment histories serve two purposes. The first is to ascer¬ 
tain an employee’s skills and competence for the position 
to be filled. The second centers more or less on the argu¬ 
ment that unsatisfactory work in the past is indicative of 
unsatisfactory work in the future. This assumption and the 
heavy reliance on prior employers’ recommendations tend to 
uphold the thesis that there is such a thing as a ’’problem” 
employee or someone who in some way is unamenable to the 
demands of organizational life. 
Five operational hypotheses are tested in support of 
the general hypothesis : 
Operational hypotheses 2 (a through e). 
There is no statistically significant relation¬ 
ship between the number of jobs previously held 
and (a) absences; (b) termination; (c) disci¬ 
plines; Cd) grievances and (e) accidents. 
Hypothesis 3: Job factors are related 
to job behaviors. 
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In addition to personal factors, there are situational 
determinants of work behaviors. Shift-work, dirty heavy 
labor, monotony, physical discomfort and lack of control 
over the work place or design have been cited as factors 
underlying job alienation. Job factors studied were deter¬ 
mined to some extent by available data. 
Using both individuals and groups as the level of anal¬ 
ysis, five operational hypotheses are tested in support of 
the general hypothesis: 
Operational hypotheses 3 (a through e). 
There is no statistically significant relation¬ 
ship between job related factors and (a) ab¬ 
sences; (b) terminations; (c) disciplines; Cd) 
grievances and (e) accidents. 
Hypothesis 4: Personal and social 
factors are related to job behavior. 
This hypothesis holds that certain identifiable groups 
have special needs which exist relatively independent of 
the work situation and that these needs are manifested in 
behavior on the job. ^ 
14 
See Chapter II for a discussion of the research 
related to this hypothesis. 
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Individuals bring to their work certain beliefs, atti¬ 
tudes and values which give rise to a frame of reference on 
their part insofar as their relationship to the organiza¬ 
tion is concerned. It is the thesis of this study that 
from these beliefs, attitudes and values flow behavior. 
Because not all share the same beliefs, attitudes, values 
and expectations, individuals will react differently in a 
given situation.^ Furthermore, the source of these dif¬ 
ferences may be traced to certain personal and social char¬ 
acteristics. The personal and social characteristics 
studies were in part determined by available data. 
Five operational hypotheses are tested in support of 
this hypothesis: 
Operational hypotheses 4 (a through e). 
There is no statistically significant relation¬ 
ship between personal and social characteristics 
and (a) absences; (b) termination; (c) disci¬ 
plines; (d) grievances and (e) accidents. 
Methodology 
The project was a field study or ex post facto inquiry 
aimed at discovering the relationship among variables in a 
■^Lyman W. Porter and Richard M. Steers, "Organiza¬ 
tional, Work and Personal Factors in Turnover and Absentee¬ 
ism," Psychological Bulletin 80 (1973), 151-176. 
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real situation. The study was carried out in a single or¬ 
ganization and focused on non-supervisory personnel. Pri¬ 
mary sources of data included (1) organizational records 
and (2) interviews. 
Procedures for data gathering consisted of two parts. 
-"First, an analysis was made of organizational records. 
Individual data was recorded on absences, terminations, 
disciplines, accidents and grievances along with personal 
and job related data. Second, interviews were conducted 
with managerial and supervisory officials. The purpose of 
these interviews was to determine the perceptions of organ¬ 
izational decision makers with respect to unsatisfactory 
performance. 
Analysis of Data 
Data obtained from organizational records were statis¬ 
tically tested in support of each of the operational hypoth¬ 
eses. A subjective analysis of the interviews with man¬ 
agerial personnel was used to supplement the quantitative 
findings. 
Hypotheses 1 and 2 were tested by constructing a Pear¬ 
son Product Moment correlation matrix and testing the signif¬ 
icance of the correlation coefficients using Student’s t 
statistic. Incomplete or missing data are accommodated in 
the analysis using a npairwTisen deletion of data. This pro- 
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cedure provides for deletion of a case from the computation 
of a given coefficient when either one-of the variables 
involved in the coefficient is missing. The case was in¬ 
cluded in the computation of all other coefficients for 
which there was complete information. The possibility of 
"Spurious relationships was investigated using partial 
correlations to further test significant relationships. 
Partial correlations measure the degree of association 
between two variables while adjusting for the effects of 
one or more additional variables. 
Some of the data tested in support of Hypothesis 3 
can be expressed in interval terms. These were analyzed 
in the manner described above for Hypotheses 1 and 2. 
Other data may be expressed only in nominal terms. In 
these cases, analyses were accomplished by constructing 
n x n contingency tables and testing the probability of 
the distributions using Chi-Square analysis. Spurious 
relationships were investigated in a manner similar to 
that described for Hypotheses 1 and 2 using cross tabula¬ 
tion with control variables. 
Summary 
This chapter contains a description of the definitions, 
used in this study, the hypotheses and operational hypothe¬ 
ses tested, the methodology used and statistical methods 
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employed in this study. Being a field study, some of the 
procedures and items studied were determined to some extent 
by organizational record keeping. 
CHAPTER IV 
DESCRIPTION OF RESEARCH DATA BASE 
This chapter contains (1) a description of the investi¬ 
gative site; (2) organizational factors bearing on the study; 
(3) a description of the data gathered; and (4) a brief 
description of the exact statistical methodology used to 
test the hypotheses. 
Site of Investigation 
Data upon which this study is based were gathered in a 
light manufacturing firm in New England. The company em¬ 
ploys over 1500 hourly paid employees in three plants all 
within a 60 mile radius. The plant employing the greatest 
number of workers is located in a large city. 
There are two related but distinct lines of products* 
Two manufacturing divisions associated with these products 
have some differing working conditions particularly in re¬ 
gard to overtime (overtime is voluntary only after a 52 
hour work week). 
At the time of the study, there were 65 separately 
organized departments employing hourly paid workers. Work 
was on non-rotating shifts with only a very few on the night 
shift. For the most part, jobs consisted of unskilled and 
semiskilled machine tending. Jobs were classified into 
nine labor grades. Incentive pay was in effect for 94 of 
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the 264 different job titles in the organization. 
Organizational Factors 
At the time of the 1974 study, the labor market was 
quite tight with a low unemployment rate in the area. Wages 
at the company were considered excellent particularly among 
incentive wage earners. 
The company was unionized with a highly structured la¬ 
bor-management relationship. The following is a brief sum¬ 
mary of company policy and union contract provisions which 
bear on the study. 
Under an eight week probationary work provision, new 
employees can be eliminated at the discretion of management. 
After this period, workers become members of the bargaining 
unit and discharge is subject to the labor agreement. 
The conditions of employee absence are relatively clear 
cut. Each employee with three years1 tenure is entitled to 
four days* paid sick leave annually. This sick leave is paid 
provided the employee notify the company of his or her ab¬ 
sence no later than one hour after the beginning of the shift 
of the first day sick. Workers can "call in" sick into a cen¬ 
tral location which in turn notifies the department, payroll 
and the personnel department. Unused sick leave is paid in 
cash at the end of each year. A separate accident and sick¬ 
ness insurance plan provides for extended illnesses. As a 
rule sickness absence in excess of five days requires a physi- 
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cian’s certification. In the case of repeated sickness ab¬ 
sence, supervisors can refer the employee to company health 
officials or ask for a private physician*s certification of 
illness. Short leaves of absence or days off for personal 
reasons are at the supervisor’s discretion. Such excused 
absence tends to be the exception rather than the rule. 
Employees accrue up to 20 days* vacation ranging with 
length of service. Few vacations are scheduled outside the 
official plant shut down period each summer. 
There is an active internal job bidding system which 
allows employees to bid on all new jobs or existing jobs to 
which no employee has recall rights. The system provides 
both vertical and horizontal mobility within the non-super- 
visory ranks in terms of advancement or change of job, shift, 
supervisor, plant or work group. 
Data 
Organizational records. Data were gathered from com¬ 
pany records during the annual plant shut down in the summer 
of 1974. The original study design called for data compila¬ 
tion over a one year period. The scope was reduced to six 
months for several reasons. First, few individual absence 
and disciplinary records were available for the prior calen¬ 
dar year. Second, the company had undergone a rather pro¬ 
longed strike approximately one year prior to the study and 
several months elapsed after the strike before normal opera- 
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tions resumed. Finally, approximately seven months prior to 
the period of time in which the data were gathered, there had 
been a rather extensive internal departmental reorganization. 
Thus, any observations of job factors (such as supervisor or 
department) would be clouded if it extended over the time 
frame of the reorganization. 
There are two separate data bases for study. These con¬ 
sist of group level data (i.e. data compiled about specific 
groups irrespective of the individuals in the group) and in¬ 
dividual data. The organization had rather extensive group 
data on short term absence by department for the time period 
involved."^ Individual data consisted of (1) a personnel re¬ 
cord; (2) grievance records; (3) industrial accident records; 
and (4) supervisor's individual records of absence and disci¬ 
plinary actions. 
A personnel record yielded the following data for each 
employee: citizenship, job history, marital status, sex, num¬ 
ber of dependents, education and age. An employment record 
also provided sufficient information to classify each employ¬ 
ee by manufacturing division, shift, job classification and 
pay method. Ethnic group data were available from organiza- 
^Under procedures initiated at approximately the same 
time as the departmental reorganization, employees on an "ex¬ 
tended absence" were transferred to a special department for 
accounting purposes. The length of "extended absence" was not 
defined but generally consisted of employees whose absence was 
anticipated to be in excess of a work week. This "transfer" 
was at the discretion of the supervisor. Foremen were appar¬ 
ently responsive to this accounting device because departmental 
absence rates were monitored by management. 
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tional records kept in compliance with Equal Employment Op¬ 
portunity and Affirmative Actions programs. 
For each employee, there was a foreman’s absence and dis¬ 
ciplinary record which was quite detailed. Absences were re¬ 
corded daily and were categorized by cause due to: illness, 
unexcused absence, other excused absence, tardiness and early 
departure from work. The foreman*s record also contained a 
record of disciplinary actions. Some 21 company rules were 
in effect. Disciplinary actions followed a formal procedure 
outlined in the labor agreement. In serious incidents, super¬ 
visors had far more latitude in applying sanctions. For the 
purpose of analysis, disciplines were classified by cause as 
Cl) those arising from excessive absence or tardiness; (2) these 
arising from failure to meet production requirements and (3) 
all other disciplinary actions. The last category included in¬ 
fractions such as failure to observe safety rules, leaving the 
work station without permission and disrupting work procedures. 
All grievances filed and/or acted on during the study 
period were recorded. Grievances were classified as these 
submitted in response tc discipline and those reacting to some 
kind of act by the company such as denial of overtime or holi¬ 
day pay and working conditions. 
Industrial accidents and time lost due to accidents were 
recorded using the Occupational Safety and Health Act cate¬ 
gories of accidents due tc direct trauma (Cede 10) and acci¬ 
dents due. to chronic trauma (Code 26). 
There was a considerable amount of incomplete data par- 
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ticularly in terms of personal information. Moreover, there 
were cases where either personnel records or supervisor’s 
records could not be located. This resulted from time lags, 
organizational changes and ongoing personnel transactions 
during the time period of data gathering. Table IV.1 sum¬ 
marizes the records available for analysis. 
TABLE IV.l 
RECORDS AVAILABLE FOR STUDY OF THE MARGINAL WORKER 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM, 1974 
Records available Retainees Terminees Total 
Personnel and 
supervisor's record 1386 64 1450 
Personnel record only 67 94 161 
Absence records only 22 2 24 
Totals 1475 160 1635 
Interviews. In addition to objective data, interviews 
were conducted with organizational decision makers. Un¬ 
structured group interviews were conducted with (1) three 
foremen; (2) two employment interviewers; and (3) manageri¬ 
al personnel. The last group consisted of the Vice Presi¬ 
dent for Personnel, the Personnel Director, the Director of 
Labor Relations and the Vice President for Manufacturing. 
These interviews attempted to elicit the viewpoints 
of these groups concerning employees and problems in employ- 
70 
ment at different levels of the decision making process. 
Specific Analytic Methods 
Treating each department by shift by month as a separ¬ 
ate observation (N=540), a data base was compiled consisting 
of absences, grievances, terminations, accidents, hours 
2 
worked and overtime hours worked. After reducing the ob¬ 
servations to rates, a six by six Pearson Product 
Moment Correlation matrix was constructed to include: 
Short term absences (severity) 
All grievances 
Grievances arising from disciplinary action 
All other grievances 
Terminations (resignations and discharges only) 
Number of industrial accidents 
Using the individual as the unit of analysis (N=1635), 
a second Pearson Product Moment correlation of some 31 items 
was constructed. This consisted of: 
3 
All absences - severity 
All absences - incidence 
Unexcused absence - severity 
Unexcused absence - incidence 
Absence due to illness - severity 
Absence due to illness - incidence 
Long term illness absence - severity 
Long term illness absence - incidence 
Short term illness absence - severity 
Short term illness absence - incidence 
Other excused absence - severity 
Other excused absence - incidence 
2 
Disciplinary actions were not included in group data 
because the departmental assignment at time of discipline 
was not specifically indicated in a number of records. 
^See Chapter III for definitions of absence severity 
and absence incidence. 
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Tardiness 
Early departures from work 
All disciplines 
Disciplines resulting from excess absence 
Disciplines resulting from production requirements 
All other disciplines 
Accidents 
All grievances 
Nondisciplinary grievances - total 
Non disciplinary grievances - requests for time 
study 
Non disciplinary grievances - other 
Disciplinary grievances - total 
Disciplinary grievances - due to excess absence 
Disciplinary grievances - other 
Termination 
Age 
Tenure 
Education 
Job classification 
The additional categories by length of sickness absence 
were adopted because company policy allowed short term ab¬ 
sence up to five days without medical certification. As a 
rule this entailed the decision to forego a day’s pay as 
only four days a year were paid for such absence. The pur¬ 
pose of treating the categories separately was to determine 
whether or not there was any pattern in use of short term 
illness as opposed to unexcused absence. 
In addition to the data in the matrices, there were a 
number of factors in the individual record as well as de¬ 
partmental record which may be expressed in nominal terms 
only (e.g. sex, ethnicity and shift). To test these rela¬ 
tionships contingency tables were constructed and Chi-Square 
analysis was used to test the probability of the distribu¬ 
tions. The performance data were subdivided into categories 
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such as low, medium and high based on their distributions. 
Table B.l, Appendix B enumerates the limits of these cate¬ 
gories . 
Unless otherwise noted, only findings statistically 
significant at probability of less than or equal to .01 are 
reported. Tables state the exact probability of each 
finding. The significance of correlation coefficients were 
tested using the Student's t two tail test of significance 
with .01 chosen as the level of rejection of the null hy¬ 
pothesis . 
Data which may be measured in nominal units only were 
tested using contingency tables or matrices of counts and 
frequencies which cross-classify two sets of characteris¬ 
tics and test the independence of the two methods of 
classification by comparing the observed frequencies to the 
corresponding frequency based on the proportion of the in¬ 
dependent class. The probability of the distribution is 
approximated by the Chi Square distribution. The upper 
limit for rejection of the hypothesis depends on the number 
of paired frequencies being compared. The degrees of free¬ 
dom for the Chi Square distribution are determined by a n-1 
product of the number of columns by the number of rows which 
makes allowances for the number of paired frequencies. The degrees 
of freedom (d.f.) are reported for each table. Because the use 
of the Chi Square distribution to approximate contingency 
tables is accurate only if the expected frequency of any 
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cell is at least five, some combinations of rows or columns 
must be made to satisfy this requirement. In these cases, 
a corrected Chi Square score was computed by combining 
columns or rows of data. Such a procedure, however, reduces 
the effectiveness of the test by reducing the degrees of 
freedom as well as sacrificing some of the detail of the 
original data. In these cases, the statistic is not as 
4 
strong as when a corrected score is not needed. 
A few variables allowed comparison between groups using 
the Studentfs t test for the difference of means. This in¬ 
cluded age, tenure and education. All differences noted in 
the text are considered significant at probability equal to 
or less than .01. Separate and pooled estimates of variance 
were used as indicated by the F test of variance using prob¬ 
ability greater than .05 as criterion for choice of method¬ 
ology. 
4Jerome D. Braverman and William C. Steward, Statistics 
(New York: The Ronald Press Co., 1973), pp. 335-337. 
CHAPTER V 
RESULTS OF THE STUDY 
This chapter presents and analyses the findings of the 
study and includes the testing of hypotheses and operational 
hypotheses used to consider factors bearing on dysfunctional 
work performance. In addition to statistical findings, in¬ 
formation gathered during the interviews is included as it 
bears on each of the hypotheses tested. 
Due to the volume of data, a summary and interpretation 
of the findings is presented in Chapter VI. Contingency 
tables are included in Appendices as indicated. Correla¬ 
tion tables are included in the text. 
Results of Test of Hypothesis No. 1 
Hypothesis No. 1: Absences, terminations, 
disciplines , grievances and accidents 
occur in a nonrandom pattern. 
The incidence of dysfunctional work behavior in any non¬ 
random pattern has led to a quest for common antecedents, cor¬ 
relates or ccnseauences either in the nature of the work force 
▲ 
or in the work place itself. Thus any interrelationships 
among these dysfunctional behaviors form the base for further 
s tudy. 
Overall, unexcused absence accounted for almost one- 
half of total absence incidence followed by short term ill¬ 
ness absences and then long term illness absence. Long 
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term illness accounted for the largest part of the total 
days lost. Unexcused absence was second in total number of 
days lost followed closely by short term illness. Other 
excused absence accounted for the smallest part of both 
absence incidence and days lost. 
Table V.l presents the resultsof the correlation matrix 
of work behaviors derived from individual records. Treating 
all current and prior employees as a homogeneous group, there 
was no evidence of a relationship among absences by cause. 
In a multicriteria study of job satisfaction, Kerr, Koppel- 
meir and Sullivan found that certain types of absences are 
completely unrelated to others and they concluded that ab¬ 
senteeism is a non-unitary variable.^- In this study, the 
unidimensional aspect of absence disappeared when retainees 
were considered separately from terminees. Terminees dis¬ 
played no pattern of absence taking by cause. The retain¬ 
ees showed quite a different pattern: those who absented 
themselves without excuse also took advantage of the organ¬ 
ization's short term sick leave policy; and those who ab¬ 
sented themselves without excuse were also more likely to 
absent themselves for other reasons (Table V.2). The differ¬ 
ences between these findings and previous work may rest in: 
^Willard A. Kerr, George J. Koppelmeir and James J. 
Sullivan, "Absenteeism, Turnover and Morale in a Metals 
Fabrication Factory," Occupational Psychology, 2 5 (19 51)., 
50-55. 
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differences in organizational policies, definitions of ab¬ 
sence, and in the specification of absence itself. 
Previous research has also found differences in absence 
activity by cause between retainees and terminees. Hill and 
Trist, in a longitudinal study of employees in a steel works, 
found that among "stayers" absence peaked in the second half 
* 
of the first yearfs service and over time there was a form 
of preferred withdrawal or a tendency to substitute sanc¬ 
tioned forms of absence for unsanctioned forms particularly 
2 
sickness absence. In a later review of this work, Lyons ob¬ 
served that during the first year of tenure, the ratio of 
"leaver" to "stayer" in the unexcused absence category de¬ 
creased but there was still a greater absence preceeding 
turnover.^ 
Both tardiness and early departure from work constitute 
a kind of partial absence and in this case involve—in the 
same manner as absence—the decision to forego a certain 
amount of pay. The evidencewas that there was some relation¬ 
ship between and among tardiness and early departures and ab¬ 
sence (Table V.l). The overall picture which emerged was of 
one who displayed a pattern of partial withdrawal from work 
Hill and E.L. Trist, "Changes in Accidents and 
Other Absences with Length of Service," Human Relations, VIII 
(1955), 121-152. 
3 
Thomas F. Lyons, "Turnover and Absenteeism: A Review 
of Relationships and Shared Correlates," Personnel Psychology, 
25 (1972), 271-282. 
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short of termination. In many instances this individual may 
seek a means of excusing the absence suggesting some kind of 
difficulty in adjusting to the demands of the work day. 
The question of the ease of absence and classification 
of excuse is of interest in this case. In a sense it was 
relatively easy for an employee to take a day off for sick¬ 
ness because the only formal requirement was a telephone call 
into a central location although foremen followed up in 
cases of repeated or prolonged absence. The question of the 
relationship of absence-taking to organizational policy was 
discussed with management officials. The consensus was that 
such a policy was economically more feasible. In the long 
run it was perhaps more desirable to rely on supervisory 
judgement in controlling absence. There was the suggestion 
that it was not totally the ease with which such absence 
could be taken but the method of excuse. Perhaps workers 
were more willing to take a day off when they do not have 
to confront their supervisor or even work group to be ex¬ 
cused—in fact someone else could call in. Also, the tele¬ 
phone call did not involve the supervisor but rather a cen¬ 
tral call-in location. In other words, the impersonality of 
the excuse played a strong role in the decision to be absent. 
In order to look at disciplines, separate categories 
were established to explore whether or not industrial dis¬ 
cipline was a unidimensional phenomenon. These were: (1) 
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those who were disciplined because of excessive absence or 
tardiness; (2) those who were disciplined because of failure 
to meet production requirements and (3) all other disciplin- 
ees. The last category consisted of a number of assorted 
rule violations in which no violation emerged dominant (for 
example, failure to observe safety rules, improper personal 
conduct, and leaving the work station or plant without per¬ 
mission) . The purpose of subcategorization was to find out 
whether or not there was any difference between and among 
those who were unable to meet the demands of a manufacturing 
situation as opposed to those who absented themselves fre- 
4 
quently or who otherwise broke company rules. 
Absence disciplines and production disciplines were 
significantly related to all other disciplines (Table V.l). 
Some relationship between absence and production disciplines 
was evident although not considered statistically signifi¬ 
cant within the limits previously established for this study 
(p=.02). The evidence suggested that discipline is a unidi¬ 
mensional factor insofar as the individual is concerned— 
that is, disciplines clustered in a few workers with¬ 
out too much regard as to cause. 
This classification approximates categories established 
by Glueck as warranting differing courses of action: See: 
William Glueck, Personnel: A Diagnostic Approach (Dallas, 
Texas: Business Publications, Inc., 19 74 ),pp. 608-609. 
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Grievances were also subcategorized by cause which in¬ 
cluded those grievances initiated in reaction to a disci¬ 
pline and those which were submitted in response to some 
action taken—or not taken—by management. The latter in¬ 
cluded, for example, denial of overtime, request for over¬ 
time or request for holiday pay. (Grievances submitted in 
the name of groups or the bargaining unit as a whole were 
excluded from the study.) Table V.l shows a rather strong 
relationship among grievances by cause suggesting that those 
who submit grievances in response to discipline are also 
prone to submit grievances for other reasons. Schenkel, 
DeWire and Ronan hypothesized the existence of two distinct 
types of grievants: those who respond to disciplines and 
5 
all others. Data in this study indicate that grievance 
submission is more an overall behavioral pattern of a per¬ 
son who manifests dissatisfaction with the work situation 
through the grievance system. To further explore the na¬ 
ture and underlying factors in grievances, the nondisci- 
plinary grievances were further subdivided into those 
grievances requesting time study and all others. After this 
refinement of the data, the nature of the interrelationship 
became more evident. Requests for time study were indepen¬ 
dent of all other types of grievances indicating that the 
c 
Kenneth F. Schenkel, James E. DeWire and W.W. Renan, 
"One in Every Crowd? The Chronic Grievant,TI Proceedings 
of the 81st Annual Convention of the American Psychological 
Association (1973), 583-584. 
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root of a part of grievance activity rested in the nature of 
the job and the provisions of the collective bargaining 
agreement. On the other hand, all other nondisciplinary 
grievances held a strong relationship to disciplinary 
grievances indicating that in a certain segment of grievance 
activity, there was evidence for the argument of grievance 
submission as an overall behavior pattern. 
The group level data presented seme findings of general 
interest. An initial correlation matrix of departmental 
behavior rates yielded essentially nonsignificant findings 
with the exception of an absence-turnover association (r= 
.14, p=.002). Controlling for factors of plant, manufactur¬ 
ing division, department size and shift, a number of rela¬ 
tionships arose. The greatest number of relationships held 
when departments were dichotomized into production and ser¬ 
vice units. The former were identified as those engaged in 
direct manufacturing and the latter as those providing ser¬ 
vices such as maintenance, timekeeping and inspection. Ob¬ 
servations in the production departments (n=337) yielded 
again only the absence-turnover relationship (r=.12, p=.01). 
The service departments (n=203) showed a number of signifi¬ 
cant relationships (Table V.3). Treating the individual 
data in the same manner, separate analyses of service and 
manufacturing elements yielded slightly stronger relation¬ 
ships in any one or other combinations but no additional or 
fewer significant findings. Part of the difference in the 
TABLE V.3 
INTERCORRELATIONS OF JOB BEHAVIORS IN 
SERVICE DEPARTMENTS IN A NEW ENGLAND LIGHT 
MANUFACTURING FIRM 
(January - June 1974) 
Work 
Behavior 234 
1. Absences .22a .22 
2. Accidents .21 
3. Turnover .17 
4. Disciplinary 
grievances 
A dash sign (-) indicates that findings are 
not significant. Probability is greater 
than .01. 
aThis holds after adjustment for time lost 
due to accidents (r=.21). 
two levels of analysis may rest in the individual as the 
underlying agent in the relationships. In a fluid work 
situation, production workers change jobs frequently as a 
result of production requirements and the job bidding sys 
tern. Resultingly, individual impact on group rates may b 
obscured. Perhaps more important—and as will be demon¬ 
strated later—factors in production departments tend to 
produce higher overall rates of most of the dysfunctional 
behaviors studied indicating the influence of job factors 
in performance. 
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Operational hypotheses 1 (a through d): There is 
no statistically significant relationship between 
absence and (a) termination (b) disciplines (c) 
grievances and (d) accidents. 
In addition to departmental findings (Table V.3), there 
was a strong case for the absence-termination link at the in¬ 
dividual level of analysis (Table V.l). This was most appar¬ 
ent when unexcused absence was the measure used although the 
link was quite evident when a single overall measure of ab¬ 
sence was the criterion. To further control spurious rela¬ 
tionships , those employees who were terminated because of 
0 
excess absence were removed from the matrix and the sig¬ 
nificance held. Further, the absence activities of terminees 
appeared to manifest itself in some proportion to the de- 
7 
cision to leave (Table V.4). 
The absence-turnover relationship has been defined in 
a number of ways which generally view absence as some kind 
This includes two categories of terminees: those who 
had unsatisfactory attendance records during the probation¬ 
ary period and were terminated on the supervisor’s recommen¬ 
dation and a second group who were eliminated under a pro¬ 
vision that any employee regardless of term of service would 
be eliminated if absent for five or more days without notice. 
n 
A review of the literature on the absence-turnover link 
indicates that there is a progression of behavioral with¬ 
drawal from absence to turnover. See: Thomas F. Lyons, 
’’Turnover and Absenteeism,” pp. 271-27 8. 
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TABLE V.4 
ANALYSIS OF ABSENCE AND TURNOVER RATES3, AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Absence rate Retainee Terminee Total 
Very low 654 5 659 
(99.2) ( .8) (45.0) 
(46.4) ( 8.9) 
Low 338 7 345 
(98.0) ( 2.0) (23.6) 
(24.0) (12.5) 
Medium 216 5 221 
(97.7) ( 2.3) (15.1) 
(15.3) ( 8.9) 
High 200 39 239 
. (83.7) (16.3) (16.3) 
(14.2) (69.3) 
Total 1408 58 1464 
(96.2) ( 3.8) 
Chi Square 
d.f. 
Probability 
122.73 
3 
0 
a 
Includes all days lost 
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o 
of "precursor of labor turnover" or "part time termina- 
tion". In at least one case, a reduction in turnover also 
brought about a reduction in absence.10 The exact factors 
underlying the relationship are a point of controversy as 
well as much speculation. Both are affected strongly by 
by exogenous factors particularly the availability of alter¬ 
native modes of employment.11 Although work factors con¬ 
comitantly contribute to both absence and terminations as 
evidenced by many industries and firms which are plagued by 
soaring absenteeism and turnover, there are a number of dif¬ 
ficulties in identifying and specifying the exact 
causative agents insofar as endogenous factors are concerned. 
The absence-discipline relationship displayed the an¬ 
ticipated trend with a significant link between absences and 
disciplines taken as a result of excessive absence from work. 
g 
Frederick J. Gaudet, "Labor Turnover,: Calculation and 
Cost," American Management Association Research Study No. 39 
(New York: The American Management Association, 1960), p. 69. 
9 
Sidney Margolius, "Reducing Labor Turnover," Personnel 
Journal, XXIV, (1945), 22-28. 
10"Working Out a Theory of Shop Management," American 
Machinist, XLIX (1918), 145-147. 
11Gaudet, "Labor Turnover," p. 70. 
12 
See, for example: M. Patchen, "Some Questionnaire 
Measures of Employees Motivation and Morale," Survey Research 
Center Monograph No. 41 (Ann Arbor, Michigan: The University 
of Michigan, 1956) and M.D. Kilbridge, "Turnover, Absence and 
Transfer Rate as Indicators of Employee Dissatisfaction," 
Industrial and Labor Relations Review, 15 (1961), 21-32. 
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There was also indication that those who were absent frequent¬ 
ly were also prone to all other types of disciplines and this 
was most evident when absence incidencewas the measure used 
(Table V.l). 
In a similar manner, the relationship between absences 
and grievances rested in grievance submission resulting from 
disciplinary actions. While a good deal of the disciplinary 
actions arose from excessive absence, there was also an in¬ 
dication of a link between absence and grievances submitted 
in reaction to disciplines for other reasons. Prior work 
insofar as the grievance-absence relationship is difficult 
to evaluate in that the data do not indicate how many—if 
any—of the grievances were disciplinary in nature. One ex¬ 
ception is the work of Schenkel, DeWire and Ronan whose 
study excluded disciplinary grievances and they found no re¬ 
lationship between grievance submission and average number 
of absences. Although the absence-grievance relationship 
must be reserved to a certain category of grievances , the 
data uphold a concept of chronic dysfunctional behavior 
which appears to be rooted in absenteeism. Those who were 
frequently absent from work were more prone to disciplines 
of all kinds and in turn also accounted for a large number of 
the grievances. 
The absence-accident relationship held both on a de- 
13Schenkel, DeWire and Ronan, "One in Every Crowd?," 
p. 584. 
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partmental and on an individual level; however, the rela¬ 
tionship was somewhat weak. In the case of departmental data, 
the relationship was evident only in the service departments 
(Table V.2). Shifting to the individual level of analysis, 
there was a significant although weak relationship between 
accidents and absences but this was evident only for those 
absences classified as being the result of short term ill¬ 
ness (Table V.l). Although the case for the absence-accident 
link was upheld, it was far from conclusive. Nevertheless, 
this finding did uphold two previous studies. Hill and 
Trist, in a survey of a steel works, viewed the exponential 
distribution of absence as one whose skewed distribution 
demonstrates a mode and extreme which evidences a majority 
who conform to the social norm of work attendance and the 
minority who deviate in varying degrees. They also ob¬ 
served that accidents tend to happen more often in the de- 
14 
viating minority. A second observation found that acci¬ 
dents tended to be most closely associated with the least 
sanctioned forms of absence.This was upheld in a subse¬ 
quent report by Linden who found in a national health survey 
14J.K.M. Hill and E.L. Trist, "Changes in Accidents and 
Other Absences with Length of Service," Human Relations , 
VIII (1955), 121-152. 
15J.M.M. Hill and E.L. Trist, "A Consideration of In¬ 
dustrial Accidents as a Means of Withdrawal from the V/ork 
Situation," Human Relations, VI (1953), 357-380. 
89 
in Norway that those who had many incidences of incapaci¬ 
ty for work due to illness were more prone to occupational 
injuries than those who were less frequently absent. 
Overall, the interrelationship of absence and all the 
other performance criteria was upheld and the hypotheses were 
rejected. The strongest relationship, existed in the absence- 
termination link. The discipline and grievance relation¬ 
ships while strong were for the most part directly traceable 
to absence although there was also a case for an absence- 
discipline relationship other than the result of excessive 
absence from work. The absence-accident relationship was 
upheld, however, the data were less than conclusive indicat¬ 
ing a need for further study. 
Operational hypotheses 1 (e through g): There 
is no statistically significant relationship 
between termination and (e) disciplines (f) 
grievances and (g) accidents. 
Terminations may be viewed as the ultimate outcome of 
dissatisfaction with the work place. Individual records 
shewed that a link exists between termination and disciplines 
and this holds irrespective of the reason for disciplinary 
action (Table V.l). This may be an indication of a period 
Victor Linden, Absence from Work and V.Tork Capacity 
(Bergen, Norway: The National Health Insurance, Local Office 
of Bergen, 1S67), p. 54. 
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of alienation first manifesting itself in disciplines and 
finally in the decision to leave. The same analysis cannot 
be extended to grievance submission if such is to be also 
considered some kind of manifestation of dissatisfaction. 
Departmental data showed some positive relationship between 
disciplinary grievances and termination (Table V.2) but 
this was evident only in the service departments of the 
company and could not be substantiated at the individual 
level of analysis. 
In the case of accidents, departmental data evidenced 
some link between accidents and turnover but the evidence 
was less than convincing because this could not be substan¬ 
tiated at the individual level of analysis. Factors under¬ 
lying an accident-termination relationship have been hy¬ 
pothesized as resting in part, although unconsciously, in 
17 
a type of withdrawal from the work situation. Others 
look on accidents as being the cause of dissatisfaction 
with the work place and this dissatisfaction manifests it- 
18 
self in turnover. The accident-termination relationship 
cannot be accepted with any amount of confidence based on 
this study although there was sane indication for further investi¬ 
gation of the phenomenon. 
"^Hill and Trist, ’’Changes in Accidents,’’ pp. 121-152. 
1 p 
Victor H. Vroom, Work and Motivation (New York: John 
Wiley and Sons, 1964), pp. 180-181. 
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Overall, the interrelationship of termination and other 
performance criteria was upheld and the hypotheses were re¬ 
jected. 
Operational hypothesis 1 (h through j): There 
is no statistically significant relationship 
between disciplines and (h) grievances and (i) 
accidents and between (j) grievances and acci¬ 
dents . 
The expected relationship between disciplines and griev¬ 
ances submitted as a result of disciplinary action held re- 
garlesss of the reason for disciplinary action (Table V.l). 
There was a rather strong relationship between disciplinary 
action and the submission of grievances for other than dis¬ 
ciplinary reasons. Data indicated that those who were prone 
to discipline were also more likely to submit grievances for 
reasons other than discipline. The rather short time frame 
of the study precluded any analysis of the sequence of events. 
Nevertheless, there appeared to be evidence of work aliena¬ 
tion manifesting itself in deviance from industrial norms 
and resort to the grievance system. 
The accident-discipline relationship was statistically 
significant (Table V.l) although quite weak. This rested 
in disciplines arising from excessive absence suggesting 
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some kind of a connection between accidents and maladjust¬ 
ment to the work situation although the data were in no way 
conclusive. 
There was no evidence either on an individual or a de¬ 
partmental level to substantiate any relationship between 
accidents and grievances. Thus if accidents are in some 
way associated with maladjustment or dissatisfaction with 
work, this cannot be extended to grievance activity. 
Summary. Table V.5 summarizes the operational hypothe¬ 
ses and findings. With the exceptions noted, the operational 
hypotheses were rejected and the general hypothesis was upheld. 
Qualifications of these results are in order. First, many 
of the coefficients while statistically significant were 
quite weak explaining little variance and thus offering small 
pragmatic significance. The coefficients do give a base for 
investigation of common underlying causes. As far as indi¬ 
vidual behaviors are concerned, grievances and accidents were the 
most independent of all the behaviors studied with only two 
of the four hypothesized relationships being sustained. 
Furthermore, a good part of the absence-discipline-grievance 
relationship can be traced to absence itself. The accident- 
termination relationship also lacked agreement among the data. 
In general, it can be concluded that absence is a major 
factor in industrial unrest. Those who absent themselves 
frequently can also be expected to be more likely to leave. 
Chronic absentees account for a good part of the tardiness, 
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TABLE V. 5 
RECAPITULATION OF HYPOTHESES AND FINDINGS 
CONCERNING THE INTERRELATIONSHIPS BETWEEN JOB BEHAVIORS 
Job 
behaviors 
Hypothesized relationship 
Termin¬ 
ations 
Disci¬ 
plines 
, Griev¬ 
ances 
Acci¬ 
dents 
Absence la lb 1C Id 
Termination le If* ig* 
Disciplines lh li 
Accidents ij 
Underscored items were found to be statistically sig¬ 
nificant and the operational hypotheses are rejected. 
& 
Findings are mixed, see text. 
disciplines and grievances in an organization. There are 
some differences between the terminee and the retainee 
suggesting separate behavior patterns particularly as it 
relates to absence taking. Excessive absence leads to dis¬ 
cipline and in turn disciplines give rise to grievances. 
Definition of an Overall Performance Criterion 
At the outset, this project spelled out five forms of 
dysfunctional work patterns to be studied: absence, disci¬ 
plines, grievances, accidents and terminations. These were 
chosen because they are indisputable, directly observable 
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phenomena and are not prone to problems of subjectivity such 
as supervisory ratings or the assumptions and methodological 
difficulties of attitude measures. 
Prior research shewed that a very large percent of prob¬ 
lems in an organization clustered or combined in a 
very small percentage of people. For' example, one study 
found that a relative few—28 per cent-- filed ICO per cent 
of all grievances, accounted for 37 per cent of all occupa¬ 
tional hospital visits, 38 per cent of the insurance claims, 
took 40 per cent of the sick leave and accounted for 38 per- 
19 
cent of all absenteeism in one factory. Thus, not only do 
a small group account for a large amount of absence, it is 
the same group which is responsible for a large part of all 
other problems in an organization. 
As the first step in identification of a behavioral 
pattern unamenable to the demands of industrial life, the 
following working definition is adopted: a "marginal” or 
"unsatisfactory” worker is one who is either unable or un¬ 
willing to conform to the demands of industrial life and 
who manifests this lack of conformity in a pattern of dys¬ 
functional behaviors. For the purpose of this study, "dys¬ 
functional behaviors" are defined as absence, termination, 
"^Lawrence L. Steinmetz, Managing the Marginal and Un¬ 
satisfactory Performer (Reading, Mass.: Addiscn-Wesiey 
Publishing Co., 1969), pp. 10-11. 
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disciplines, grievances and accidents. 
To examine this idea, a quantitative base (referred to 
hereafter as "Overall Performance") was adopted which dis¬ 
regards the number of offenses and considered only the inci¬ 
dence of each type of offense across an individuals work 
record. The work force was classified using a dichotomous 
scheme assigning scores of either "0" or "1" on four dimen¬ 
sions. First, those employees who had an absence incidence 
rate of .02 or less (two or less periods of absence per 100 
days worked) were assigned a score of "0" and all others 
were assigned a score of "1".^ in the case of disciplines, 
grievances and accidents, cases were classified by assigning 
a score of "0" for those who had no record of a behavior and 
as "1" for those who had experienced one or more incidences 
of each behavior studied. Scores were aggregated and fell 
into categories ranging from zero to four. Thus an indi- 
vidual who had an absence incidence of .02 or less, was not 
subjected to a discipline, did not submit a grievance and 
had no accidents accumulated an overall performance score 
of zero. At the other extreme, an employee who has an ab¬ 
sence incidence of more than two periods in 100 days worked, 
was disciplined at least once, submitted one or more griev- 
2 Q 
The cut off was established at .02 which is slightly 
less than the mean absence incidence rate in an exponential 
distribution. This cut off accounts fcr approximately 55 
per cent of the workers fcr whom an absence record was avail¬ 
able . 
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ances and had at least one accident accumulated a score of 
four. This type of analysis reduced the number of cases to 
1450 because a number of absence records were missing. This 
group compared favorably with the total populance along both 
job and personal factors. 
The scores indicated the anticipated distribution (Table 
V.6) with the less favorable performance records more preva¬ 
lent among terminees rather than retainees. 
The classification scheme does not take into account 
the number of offenses nor any unique relationship between 
or among the performance criteria. Neither does it purport 
21 
to be some single all encompassing measure of job success. 
Ratherj it provides a means of defining and analysing work 
performance in terms of an individual behavior pattern with- 
2 2 
out resorting to some kind of weighting scheme. 
In the following discussion of correlates of job per¬ 
formance and in the testing of related hypotheses, each 
behavioral criterion will be first treated separately in re¬ 
lation to job and personal factors. An evaluation will fol- 
21 
For a critique of any such overall measure, see: 
Marvin Dunnette, "A Note on the Criterion," Journal of 
Applied Psychology, 47 (1963) , 251-254 . 
For a discussion of problems inherent in weighting 
schemes, see: E.E. Ghiselli and C.W. Brown, Personnel and 
Industrial Psychology (New York: McGraw-Hill Book Co., 
1955) , p. 492 and J. Tiffin and E.J. McCormick, Industrial 
Psychology (Englewood Cliffs, N.J.: Prentice Hall, 19 5 8) , 
p. 584. 
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low each using this measure of overall performance. 
TABLE V.6 
OVERALL JOB PERFORMANCE CRITERION 
CLASSIFIED BY RETENTION AND TERMINATION 
Overall Job Performance 
(Score) 
Count 
(Row %) 
(Col %) 
Excellent 
(0) 
Good 
(1) 
Fair 
(2) 
Poor 
(3) 
Very 
Poor 
(4) 
Total 
Retainees 733 
(52.3) 
(98.9) 
467 
(33.3) 
(94.5) 
165 
(11.8) 
(94.8) 
31 
( 2.2) 
(91.2) 
6 
( .4) 
(85.7) 
1402 
(96.7) 
Terminees 8 
(16.7) 
( 1.1) 
27 
(56.3) 
( 5.5) 
9 
(18.8) 
( 5.2) 
3 
( 6.3) 
( 8.8) 
i 
( 2.1) 
(14.3) 
48 
( 3.3) 
Totals 741 
(51.1) 
494 
(34.1) 
174 
(12.0) 
34 
( 2.3) 
7 
( .5) 
1450 
Chi Square 
d.f. 
Probability 
26.44 
4 
.0000 
A number of works uphold Pareto's Law of Maldistribu- 
2 3 
tion and further establish that certain identifiable popu¬ 
lation segments are more prone to certain work patterns than 
others. For example, it has been reported that women have 
It was Vilfredo Pareto, an 18th Century engineer, who 
first noted that the largest part of the problems in an or¬ 
ganization centered on a very few individuals, hence the 
name. 
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. 2 4 
two to four times the absence than that of men and that 
women have less than half the tenure of their male counter- 
25 
parts. These reports rarely generate from the same or 
even slightly comparable sources. Thus it is difficult to 
determine if the findings flow from the fact that women 
hold jobs which are more prone to absence and turnover 
than men or if the increased absence and turnover are the 
outcomes of social mores. This study attemptedto answer 
this question focusing on a single work force in a relative¬ 
ly homogeneous work situation and it attempted to deter¬ 
mine whether or not dysfunctional work behaviors share com¬ 
mon correlates and, if so, to find out if these behaviors 
flow from individual or work factors. 
If dysfunctional work behaviors cluster in a 
relatively few employees and this clustering displays a 
non-random pattern, the extension of such a finding is to 
seek out common factors associated with such performance. 
One of these is the question of prior work history. It is 
an almost universal practice to review an applicant’s work 
history and to rely to some extent on a prior employer 
recommendation in the decision to employ and retain. These 
• « 
practices infer to some extent that chaotic work histories 
24Vera C. Perella, "Women and the Labor Force," Month¬ 
ly Labor Review, 91 (1968), p. 9. 
25Harvey R. Hamel, "Job Tenure of Workers, January 
1966," Monthly Labor Review, 90 (1967), p. 31. 
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are in some manner predictive of future performance. 
Results of Test of Hypothesis No. 2 
Hypothesis No. 2: Chaotic work histories 
are related to current job performance. 
To test this hypothesis, the individual’s work history 
as given on the employment application was used. The for¬ 
mat of the application blank appeared to limit the number 
of jobs reported as previously held. There was little rea¬ 
son to doubt the job history as each applicant was informed 
at time of the employment interview that a routine back¬ 
ground check would be made during the selection process and 
that falsification of the employment application would con- 
\ 
stitute basis for discharge. During the six month period 
studied,only four were discharged because of falsification 
of employment application and during this period some 245 
employees were new hires. Employment records where avail- 
2 6 
able, fell into the following six categories. 
1. Those who had one or more full time, 
non-agricultural jobs in the United 
States (n=1353). 
2. Those who had no prior gainful employ¬ 
ment whatsoever (n=8). 
26 
Lack of employment history resulted from missing 
records as well as a number of long term employees whose 
original employment records were no longer available. 
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3. Those who held only part time or summer 
jobs only (n=19). 
4. Those whose prior occupation was only in 
agriculture in the United States (n=5). 
5. Those whose only prior occupation was in 
the U. S. Armed forces (n=18). 
6. Those whose only prior employment was in 
a foreign nation (n=72). 
Operational Hypothesis 2 (a through e): There is 
no statistically significant relationship between 
chaotic work histories and (a) absences (b) termi- 
ation (c) disciplines (d) grievances and (e) acci¬ 
dents . 
The operational hypotheses were tested three ways using 
(1) number of jobs reported previously held (2) average 
length of time in previous jobs and (3) nature of work his¬ 
tory. Using a Pearson Product Moment correlation matrix, 
all those who reported prior gainful employment (Category 1) 
were tested using first the number of jobs previously held 
and then the average length of prior employment. Finally, 
those who reported some prior employment (Category 1) were 
first compared to all others individually and then all other 
categories as a group using a contingency table. 
There were no significant relationships whatsoever be¬ 
tween the number of jobs previously held and any of the per¬ 
formance criteria under study. Using average length of 
prior employment, there were only three significant though 
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weak inverse relationships between job history and job be¬ 
havior and this was limited to the incidence of short term 
illness absence, tardiness and disciplines. The disciplin¬ 
ary relationship could be identified as occurring in those 
disciplines arising from irregular attendance (Table V.7). 
There was no evidence of any linear or even curvilinear re- 
TABLE V.7 
INTERCORRELATIONS BETWEEN JOB HISTORY3 AND JOB 
PERFORMANCE CRITERIA - HOURLY PAID WORKERS IN A 
NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Intercorrelation 
Performance 
criteria r P 
Short term illness 
absence-incidence 
C
-" 
o
 • 1 .009 
Tardiness 1 • o
 
C
D
 
.001 
All discipline 
C
D
 
O
 • 
1 .002 
Discipline due to 
absence 1 . o
 
C
D
 
.001 
aDefined as average length of time in prior 
jobs held. 
lationship between job histories and accidents, grievances 
and terminations. This held after partialling out those 
employees who were eliminated prior to the completion of 
the probationary period. 
102 
Although the numbers were too limited for any conclu¬ 
sions, there was no significant difference in job performance 
between those who were previously gainfully employed in U.S. 
industry and all others (Categories 2 through 6). Those 
without prior gainful employment in the United States were 
significantly younger than the others although there was no 
difference between the two groups in terms of tenure. There 
were no firm data on the nature of prior employment of those 
whose only prior work experience was in a foreign country. 
From the information given, it appeared that most of those 
of foreign birth had been previously employed in some kind 
of industrial occupation prior to coming to the United States. 
The overall measure of job performance also yielded non¬ 
significant findings. The data tended to deny the hypothesis 
that work history is indicative of life accommodation pat¬ 
terns. A number of'prior works established that chaotic 
work history is related to work performance. For example, 
in a study of 21 firms in The Netherlands, the number of 
jobs previously held with other firms was positively and 
27 
significantly related to absence. . Another study reported 
significant correlation of incidence of past turnover and 
27 
Ivan Gadourek, Absence and the Well-Being of Workers 
(Assen, The Netherlands: The Royal Van Gorcum Limited Asso¬ 
ciation, 1965), p. 231. 
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2 8 
self reports of absence. Still a third study discovered 
2 9 
that grievants held more jobs than non-grievants. The 
lack of positive association between work histories anc per¬ 
formance in this study may well rest in the nature of the 
work force and the industry. The work force was relatively 
unskilled but still quite mobile within manufacturing firms. 
In other words, the skills required were not necessarily 
tied to a particular industry or firm thus inter-firm mo¬ 
bility was not impeded. Further, firms and industries em¬ 
ploying this type of skill are subject to production fluctu¬ 
ations. In general such a work force might be expected to 
be relatively mobile as a whole. 
Even with this consideration, another important vari¬ 
able is that of the selection process. In this company, 
each job applicant was first interviewed by an employment 
interviewer and, if acceptable, referred to a foreman for 
a second interview. Organizational personnel suggested 
that considerations other than ’’factual data” play a strong 
role in employment decisions. One suggested that inter¬ 
viewers rely heavily on impressions. The interviewers them¬ 
selves suggested that experience was a prime factor in suc- 
_ 
Raymond N. Van Zelst and Willard A. Kerr, ’’Worker 
Attitudes Toward Merit Rating,” Personnel Psychology, 6 
(1953), 159-172. 
2 9 
Arthur C. Eckerman, ”An Analysis of Grievances and 
Aggrieved Employees in a Machine Shop and Foundry,” Journal 
of Applied Psychology, 32 (1948), 255-269. 
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cessful selection and that there were distinct differences 
among interviewers insofar as the success of their employ¬ 
ment records is concerned. The concept while intriguing is 
almost impossible to subject to rigorous verification in a 
field study and particularly in an ex post facto study as 
the number of extraneous variables prevents any conclu- 
30 
sions. Further complicating any verification of this sug¬ 
gestion was the fact that in this firm employment interview¬ 
ing was seldom a full time job for more than one person for 
any sustained period of time. A number of other people 
other than the regular employment interviewers were used 
during peak employment periods. Nevertheless, the idea 
warranted some at least rudimentary exploration. To do so, 
a small group was used attempting to hold as many variables 
as possible constant. First, only those employees who were 
accepted for initial employment in the three year period 
prior to the study were selected. This group was further 
reduced to identify those interviewers who had accepted ten 
or more employees. This yielded five interviewers who ac¬ 
cepted 291 of the 444 new hires in the three year period 
preceeding the study. 
3 0 
For a discussion of methodologies and difficulties in 
measuring the validity and reliability of the employment in¬ 
terview, see: Eugene C. Mayfield, "The Selection Interview 
—A Re-evaluation of Published Research," Personnel Psychol¬ 
ogy, 17 (1964), 2 39-260 . 
10 
There were significant differences among the groups of 
employees selected by each of the interviewers as far as ab 
sence, disciplines, grievances and the overall performance 
criterion were concerned. The relationships were not clear 
cut. Absence differences rested in total days lost and no 
other category of absence either by incidence or severity. 
Overall, there was a difference in the disciplinary records 
with no specific sub-category of discipline significant al¬ 
though a good part of the significance rested in absence 
disciplines. In the case of grievances, there was some 
difference among the interviewers but this existed only in 
non-disciplinary grievances submitted for reasons other 
than time study. The overall performance criterion again 
showed differences. Although the data were too limited to 
be anywhere near conclusive, those interviewers who held 
the best—and the worst records—did so almost consistent¬ 
ly regardless of criteria tested. This finding must be 
tempered somewhat by the fact that interviewers could not 
be matched in any manner insofar as applicants or jobs to 
be filled. 
Limited as the data may be, it is of pragmatic signif¬ 
icance that there are differences in job performance which 
may be attributed to the selection process. Further, as 
suggested by the organization's interviewers, the process 
of successful employment selection through interview may 
well involve some kind of "sixth sense" which flows from 
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experience. 
Summary. There was no indication of job history in any 
way being indicative of job performance. The operational 
hypotheses were accepted and the general hypothesis of the 
relationship of chaotic work history to job performance was 
rejected. 
Results of Test of Hypothesis No. 3 
Hypothesis No. 3: Job factors are 
related to job behaviors. 
To test this hypothesis, two separate sets of data were 
used. Each contained a number of job related factors. There 
were both departmental and individual data bases, the former 
consisting of observations by department over a six month 
period and the latter consisting of a record of each employ¬ 
ee's performance during the period studied regardless cf time 
of employment or separation from the organization. 
Organizational-structural variables include: manufac¬ 
turing division, nature of departmental activity, shift, plant and 
department size. In addition, there were factors bearing on 
the individual jobs including incentive pay (as opposed to 
day rates), job type, job classification and job category. 
Because of the large number of variables to be tested and 
the two different levels of analysis, findings will be pre¬ 
sented separately for each hypothesis and a summary of the 
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findings bearing on each hypothesis by variable is included 
at the end of this section. 
To provide a framework for analysis, a brief description 
of the firm as far as organizational-structural variables are 
concerned follows. 
There are three distinct divisions employing hourly 
paid employees: two are engaged in manufacturing while the 
third provides support services. The manufacturing divisions 
are differentiated by product although these two do not dif¬ 
fer significantly as far as job level or skill is concerned. 
The third division provides services to manufacturing ele¬ 
ments such as maintenance and timekeeping. Two factors were 
dictinctly different in the manufacturing divisions: aver¬ 
age overtime per employee and size of departments. The 
larger of the two manufacturing divisions had considerably 
more overtime and much larger departments than the other. 
Some departments under one of the two manufacturing 
divisions provide service rather than direct production. 
As a result a slightly different number is noted when data 
are combined into manufacturing and service departments. 
In the individual data, employees are classified first by 
division using the department in which they were employees. 
Workers were also classified as engaging in production or 
service jobs according to a scheme developed by the firm’s 
accounting department. Thus, a slight difference in num- 
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bers will be encountered when the data for division and pro¬ 
duction and service jobs are compared. To facilitate dis¬ 
cussion, the manufacturing divisions will be referred to as 
Division 1 and Division 2 and the service division will be 
referred to as Division 3. 
Twenty-one percent of the work force is in the service 
(non-manufacturing) division. Of the remainder, the larger 
part (60 percent) are in Division 2. 
Non-rotating shifts are in effect with 81 percent on 
the first (day) shift. The night shift is too small to be 
included in the analysis of the effects of shift work. De¬ 
partment size is defined as small (10 or less employees), 
medium sized (11-29 workers), and large (30 or more employ¬ 
ees ). 
As far as individual job factors are concerned, over 
70 percent are on jobs classified as directly related to 
manufacturing (production) . Fifty-nine percent of the employees 
are on incentive pay. The company uses a 9 grade job 
classification scheme which approximates pay level. Al¬ 
though there are pay grades within each classification, 
there is only minimal overlap of pay at the extremes of 
adjacent classes. Using U.S. Department of Labor categor¬ 
ies, four groups had the following job category distribu¬ 
tion: office and clerical (4 percent); craftsmen (22 per¬ 
cent); operatives (69 percent) and laborers (5 percent). 
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Contingency tables displaying the relationships between 
job factors and performance are contained in Appendix C and 
are referred to in the text as Table C.l, C.2, etc. Only 
data containing significant findings are presented. 
Operational hypothesis 3a: There is no statis- 
i 
tically significant relationship between absence 
and job related factors. 
Considering departmental rates , manufacturing division 
and the nature of the department’s work played a significant 
part in absence with the higher absence rates evident in pro¬ 
duction departments and in particular Division 2 (Tables C.l 
and C.2). Department size and shift were also significant 
factors with the larger departments and the second (evening) shift 
accounting for the greater number of high absence units 
(Tables C.3 and C.4). 
Turning to the individual as the unit of analysis, the 
findings were somewThat mixed with no significant differ¬ 
ences among the divisions insofar as overall absence was 
concerned either in terms of time lost or number of inci¬ 
dences of absence. Personnel in Division 1 lost more time 
to unexcused absence than those in the other two divisions. 
On the other hand, employees in Division 2 lost more time 
and had more incidence of absences due to illness than all 
others. In the last case, this could be traced to the 
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lesser sanctioned form of illness absence—the short term 
illness. Overall, the two production divisions accounted 
for more of the lesser sanctioned forms of absence than the 
service division. A clearer case emerged when jobs rather 
than divisions were the basis for the production-service 
dichotomy with production jobs accounting for the greatest 
part of both absence severity and incidence. In the case of 
total days lost, this could be directly traced to the unex¬ 
cused category. (Tables C.5 and C.6). One of the major 
underlying factors of the absence rates in production was 
incentive pay. Data confirmed prior work which found that 
those on incentive work miss more shifts than those on day 
31 
rates. In this study, the absence rested primarily in the 
unexcused category (Table C.7 and C.8). 
At the individual level, department size was a factor 
only in unexcused absence with the largest units accounting 
for the greater portion of days lost and incidences of ab¬ 
sence but this held for no other category of absence or ab¬ 
sence in general. (Table C.9). The differences between 
departmental and individual data point up the nature of ab¬ 
sence in that both organizational and personal factors were 
at work. In the case of the infrequent absentee, department 
size and shift may well increase absence taking whereas in 
the case of the chronic absentee, this behavior is relative- 
— 
Gadourek, Absence, p. 232. 
Ill 
ly independent of job factors. In other words, the propor¬ 
tion of days lost due to absence increases with department 
size and on the evening shift; however, this absence is more 
randomly distributed across individuals than in smaller de¬ 
partments and units on the day shift. 
Pay level and category of job also affected absence. 
Job classification (which approximates pay level) was sig¬ 
nificantly correlated with absence and this occurred pri¬ 
marily in the unexcused categories (r=.09, p=.001, n=1463); 
however, the relationship was not directly linear (Table C.10). 
Job category provided more insight with the greatest differ¬ 
ences in absence taking in the unexcused category with oper¬ 
atives having by far the highest rates of absence followed 
rather closely by laborers and then by craftsmen and finally 
32 
by office and clerical personnel (Table C.ll). 
Any conclusionfas to the impact of job factors on per¬ 
formance has difficulties in the selection of the indepen¬ 
dent variables particularly as they pertain to organization¬ 
al-structural factors which rarely exist independent of one 
another. Some work treats these factors independently and 
resultingly fails to recognize underlying or concurrent con- 
32 
Although not precisely matched, the data parallel U. 
S. Department of Labor data on short term absence for ill¬ 
ness and other unexcused absence. See Janice Niepert 
Hedges, "Absence from Work-A Look at Some National Data," 
Monthly Labor Review, 96 (1973), 24-30. 
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tributory factors. For example, Sawatsky found significant 
differences between production and service departments in 
33 
turnover rates. In a later review, Gaudet points out that 
3 4 
the findings could equally apply to department size. 
In this study, absence was highest in production de¬ 
partments, in the largest manufacturing division, in the 
jobs on incentive pay and in departments where overtime was 
high. Department size was a major factor with most of the 
other significant findings disappearing when department size 
was held constant. Shift differences also disappeared when 
factors such as production or service units were considered 
separately. On the other hand, the larger departments tended 
to be in the largest division, engaged primarily in manufac¬ 
turing, had proportionally more workers on incentive pay 
and experienced high overtime needs. Although the number of 
observations was not sufficiently large to test all possible 
relationships, the impact of production work held for all 
department sizes . Overtime requirements while contribut¬ 
ing to absence were not the overriding factor in absence 
rates. In general, a high absence department could be char¬ 
acterized as a large unit, engaged in production work and 
O Q 
John C. Sawatsky, "Psychological Factors in Industri¬ 
al Organizations Affecting Employee Stability," Canadian 
Journal of Psychology, V (1951), 29-38. 
34 
Gaudet, "Labor Turnover," pp. 76-78. 
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having a high overtime requirement. 
Job classification and job category played a role in ab¬ 
sence. The impact of pay level could not be precisely 
identified for the job classifications only approximated pay 
and did not account for overtime or incentive pay. Those at 
the top pay levels had the lowest absence rates but there 
was no direct relationship between absence and job classi¬ 
fication below the top levels. In general, those working 
in the production process were the most liable to absence. 
This is not tied to job classification although incentive 
pay may provide the means whereby one can partially offset 
a day off by working a bit harder when on the job. In a 
similar vein, absence rates were higher among operatives 
than laborers although in general the latter category held 
lower job classifications. This was also associated with 
incentive pay and perhaps may also be attributed to factors 
such as work pace and control over the work process. 
Operational hypothesis 3b: There is no statis¬ 
tically significant relationship between termi¬ 
nation and job related factors. 
The decision to leave the organization involves to 
some extent the degree to which an individual’s needs and 
expectations are met by the job. Although there are dif¬ 
fering needs and expectations within any work force, a num¬ 
ber of job factors are generally assumed—and to some extent 
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3 c 
documented—as being less attractive than others. Among 
these are low paying, unskilled work, rotating shifts, fast 
work pace and little control over the work itself. 
Findings concerning turnover paralleled those of the 
job factors associated with absence with production depart¬ 
ments having by far the highest turnover. (Table C.12). 
The largest division accounted for the highest turnover rates 
as did the largest departments and the departments on second 
shift (Tables C.13, C.14 and C.15). These findings held for 
the most part on the individual level of analysis. (Tables 
C.16 and C.17). There was one exception in the area of pro¬ 
duction and service jobs. Departmental data indicated that 
production departments had higher turnover than service de¬ 
partments. Production jobs and service jobs did not differ 
significantly in terms of turnover. Those on incentive pay 
had higher turnover than those on day rates (Table C.18). 
The lower job classifications tended to have the higher 
turnover. There was some indication that termination was 
related to job classification (r=.17, p=.001, n=1566). In 
a manner similar to absence, the relationship was net linear 
(Table C.19) with the highest quit rates in the middle and 
lower job classifications. Operatives had the highest turn¬ 
over rates (Table C.20) far exceeding that of laborers and 
— 
Allen Schuh, "The Predictability of Employee Tenure: 
A Review of the Literature," Personnel Psychology, 20 (1967), 
133-159. 
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and all other job categories indicating that pay level alone 
was not the prime factor in termination. Factors underlying 
absence and termination of operatives appeared to be indepen¬ 
dent of pay. This may be rooted in the job itself as well 
as individual differences. Operatives generally have less 
control over their work, are subject to repetive work and 
may have a more ready source of alternative employment than 
laborers. On the other hand, there is evidence of differing 
reasons betw7een low and higher skilled employees in the de¬ 
cision to remain with an organization. One study reported 
that lower skilled employees stay with a company primarily 
because of maintenance or environmental reasons whereas the 
higher skilled tend to stay on primarily due to reasons re- 
3 6 lated to their work. The foregoing appears to fit the 
situation under study wherein the more skilled jobs offered 
fewer reasons to remain with the company. 
The findings confirmed that both absence and termination 
have relatively clear cut links to job factors and both are 
associated with approximately the same factors. Because of 
limited data, it was not possible to distinguish the precise 
factors in termination. From available data, department 
size, production work and incentive pay appearedto be the pri 
mary determinants of termination with overtime requirements 
^Vincent S. Flowers and Charles L. Hughes, "Why Employ 
ees Stay," Harvard Business Review, 51 (1973), 49-60. 
116 
playing a small, but not a determining, role in the decision 
to leave. 
Operational hypothesis 3c: There is no statis¬ 
tically significant relationship between indus¬ 
trial discipline and job factors. 
i 
Although a good part of the disciplines could be attri¬ 
buted to excessive absence from work, the job factors asso¬ 
ciated with disciplinary action were no way as clear cut as 
that of absence. No significant findings were found as far 
as manufacturing division or production as contrasted to 
service jobs. Those on incentive pay experienced a larger 
number of production disciplines than those on day rates; 
however, such a finding was most likely spurious. The second 
shift (evening) accounted for proportionally more disciplines 
than the first (day) shift. This was traced to those disci¬ 
plines resulting from failure to meet production require¬ 
ments. (Table C.21). This could not be attributed to shift 
only because the second shift had a higher proportion of 
production workers and a significantly lower average senior¬ 
ity than the first shift. 
The impact of job classification on disciplines was 
mixed and inconclusive. There was a significant but weak 
(r=.08) correlation betwTeen job classification and disci¬ 
plines related to production requirements with the lower wage 
group having the more disciplines. This did not hold when 
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classes were analysed separately using contingency tables. 
If any job factor could be related to discipline it was job 
category. Disciplines tended to be highest among those em¬ 
ployees classified as Office and Clerical and although this 
held more or less in the absence and production disciplines 
it was most evident in disciplines for other than absence 
or production (Table C.22). 
Of all the factors under study, discipline is perhaps 
the least objective in that it is largely at the discretion 
of the individual supervisor. Thus, any conclusions must be 
predicated on the somewhat shaky assumption that all super¬ 
visors apply formal sanctions in a consistent manner. Struc¬ 
tural factors appear to be independent of discipline with 
shift alone contributing to disciplinary variations. This 
occurred only in terms of production disciplines and the 
finding must be tempered by the fact that the evening shift 
had relatively few non-production workers and these workers 
had far less seniority than the day shift. 
Operational hypothesis 3d: There is no statis¬ 
tically significant relationship between griev¬ 
ances and job factors. 
Departmental data indicated that units engaged in pro¬ 
duction had significantly higher rates of grievance submis¬ 
sion than service departments and that the largest manufac¬ 
turing division had by far the greatest number of grievances 
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per employee. These conclusions held for the most part when 
grievances were subdivided by reason for submission. (Tables 
C.23, and C.24). Thist was a factor in departmental griev¬ 
ances as was department size. The evening shift and the 
larger departments had higher rates (Tables C.25 and C.26). 
While these factors were all found to be statistically sig¬ 
nificant, the overriding element emerged as department size. 
When department size was held constant, the differences 
found in other organizational-structural factors tended to 
be eliminated. In several cases, the numbers were too small 
for conclusive evidence. 
At the individual level, shift was identified as a fac¬ 
tor in grievance submission but this rested solely in griev¬ 
ances requesting time study. Inasmuch as the largest part 
of the evening shift was engaged in production, the finding 
perhaps rested more in the job itself than in structural con¬ 
siderations. This was also true of production jobs and in¬ 
centive pay which generated grievances of this nature. 
Separating the non-disciplinary grievances into those 
requesting time study and all others, the impact of pro¬ 
duction work was evident in divisional differences concern¬ 
ing time study requests; however, factors other than pro¬ 
duction were at work in the Divisional differences. This 
was evident in non-disciplinary grievances other than 
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time study. In this case, Division 3 had proportionally 
more grievances (Table C.27). Part of this rested in dif¬ 
ferences in grievances by job category. Although the num¬ 
bers were limited, the greater part of the grievances were 
initiated by those employees classified as Office and Cler¬ 
ical. (Table C.28). 
Operational hypothesis 3e: There is no statis¬ 
tically significant relationship between indus¬ 
trial accidents and job factors. 
Accidents may be attributable to a number of situation¬ 
al, mechanical, human and chance factors. Prior work found 
a relatively small proportion of workers responsible for a 
large part of the accidents in a particular job. This gave 
rise to the idea of "accident proneness.There is also 
something of an equal case for the idea of "accident liabil¬ 
ity" or the conditions within a job which contribute to mis- 
3 8 
haps at work. 
There were divisional differences in departmental acci¬ 
dent rates but this rested solely in the production-service 
dichotomy. Departments engaged in production had higher rates 
than those providing services (Table C.29). This was not up- 
37 
Edwin A. Fleishman, ed. Studies in Personnel and In- 
dustrial Psychology (Homewood, Illinois: The Dorsey Press, 
1967 ) , p. 614. 
q o 
Willard A. Kerr, "Complementary Theories of Safety 
Psychology," Journal of Social Psychology, 45 (1954), 3-9. 
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held when the job was the unit for the production-service dis¬ 
tinction. Department size and shift were also factors. The 
larger departments had the highest departmental accident rates 
(Table C.30). The shift differences were found significant 
only when the individual was the unit of analysis (Table C.31). 
Employees on incentive rates might be expected to incur 
more accidents than those on day rates.• The question as to 
whether or not there can be any expected increase of acci- 
39 
dents under incentive conditions has yet to be established. 
This study also failed to establish such a finding although 
jobs could not be matched in any manner. 
Department size appeared to be one of the main factors in 
accidents. Differences between manufacturing and service de¬ 
partments and shift tended to disappear when department size 
was held constant although sufficient numbers were not avail¬ 
able to provide any conclusive evidence of the impact of unit size. 
In analyzing the overall performance criterion, signif¬ 
icant relationships were found by shift and pay method. 
Those on the evening shift and those on incentive pay had 
the poorer work records. (Tables C.32 and C.33). Operatives 
displayed far less satisfactory performance than all other 
job categories followed by laborers (Table C.34). Job classi- 
39 
Willard A. Kerr, "Accident Proneness of Factory De¬ 
partments," Journal of Applied Psychology, 34 (1950), 167- 
170 and Vernon Keenan, Willard A. Kerr and William Sherman, 
"Psychological Climate and Accidents in an Automotive Plant," 
Journal of Applied Psychology, 35 (1951), 108-111. 
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fication was also a factor in overall performance although 
the relationship was quite weak (r=.09, n=1450, p=.001). 
Summary. The findings concerning the relationships 
between job factors and job performance are summarized in 
Table V.8. Although there were some minor exceptions and 
qualifications, the operational hypotheses were rejected 
and the general hypothesis of the relationship of job fac¬ 
tors to performance was upheld. 
Organizational factors of production departments and 
large departments were major factors in increased absence, 
termination and accidents. As far as the job itself is 
concerned, those on incentive pay were more prone to ab¬ 
sence and termination than those on day rates. Job classi¬ 
fication and job category played some role in absence and 
termination although there are factors other than pay level 
in the occurrence of absence and turnover. 
Discipline and grievance findings were mixed. Disci¬ 
plines are less objective a measure than the others studied. 
Overall, the major factor in disciplines rested in the 
nature of the discipline (for example, production disci¬ 
plines were more prevalent among operatives and in manufac¬ 
turing departments). In a similar manner, grievances were 
to some extent rooted in the job and the collective bargain¬ 
ing agreement rather than in organizational-structural con¬ 
siderations. For example, requests for time study constituted 
23 percent of all non-disciplinary grievances and 11 percent 
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TABLE V.8 
SUMMARY OF FINDINGS RELATIVE TO JOB RELATED FACTORS8 
AND THEIR RELATIONSHIP TO JOB PERFORMANCE1^ 
Data source 
Job performance criteria 
(operational hypothesis number) 
Term- Dis- 
Organizational 
variable 
Ab¬ 
sences 
(3a) 
ina- 
tions 
(3b) 
ci- 
plines 
(3c) 
Griev¬ 
ances 
(3d) 
Acci¬ 
dents 
(3e) 
Overall 
Perform¬ 
ance 
Departmental rates: 
Manufactur¬ 
ing division S S S sd 
Production 
or service 
departments S S S S 
Shift S S S N - 
Plant N N - N N - 
Department 
size S S — S S - 
Individual rates 
Manufacturing 
division 
• 
• 
sc s N S N N 
Production or 
service jobs S N N sd ^ d N N 
Shift N S S s S S 
Department 
size s° N N N N N 
Incentive or 
day rates S S sd sd N S 
Job classifi¬ 
cation S S sc N N S 
Job category s S s S N s 
Accept or reject 
the operational 
hypothesis R R Re R R6 
aSignificance applies only to each factor and does not account 
for underlying or concommitant factors. 
Symbols used are as follows: S=Significant; N=Not significant 
A=accept; R=Reject 
cSignificance accepted with qualification; see text. 
^Relationship significant; however, the significance is recog¬ 
nized as rooted in the organizational factor.itself. See text. 
eRejected with qualification. See text. 
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of all grievances submitted. These time study requests 
generated from production jobs on incentive pay. The 
evening shift and the larger departments had higher griev¬ 
ance rates but it was not possible to isolate these factors 
from production jobs and incentive pay. 
In general, department size and production work were 
the strongest determinants of behavior. The strength of 
the size consideration could not be determined because the 
larger departments were primarily engaged in production 
work and had the largest proportion of workers on incentive 
pay. In a number of cases, one supervisor was responsible 
for more than one department and in a few cases there was 
more than one supervisor in a single unit. Attempting to 
isolate the effect of supervisory span of control, group 
data were combined for those departments having the same 
supervisor. Departments having more than one supervisor 
were eliminated from this analysis as it was impossible 
to match data with supervisor. Using this approach, the 
size-behavior relationship held indicative of the effects 
of supervisory span of control and perhaps even group 
characteristics. 
The impact of the length of the work week could not 
be isolated as the longer work weeks were more common in 
production departments; however, long work weeks prevailed 
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in the medium sized departments. 
Plant was not a factor in job performance in spite 
of the allegation that working conditions at one plant 
were less pleasant than at another plant. The similar¬ 
ity of behaviors among the employees of the two larger 
plants held despite the fact that one plant had more 
skilled personnel in production jobs than the other 
(the third plant was too small to be included in the 
comparisons). On the other hand, it was not possible 
to completely divorce factors of plant from other con¬ 
siderations because the length of the work week and 
department size were not comparable. 
The last major area of investigation was that of 
personal and social variables and how these charac¬ 
teristics carry over to the work place. This also in¬ 
volved the question of whether or not these individual 
characteristics affect performance independent of the 
job situation. 
Results of Test of Hypothesis No. 4 
Hypothesis No. 4; Personal and social 
factors are related to job behavior. 
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To explore this question, the following characteristics 
were available: sex, marital status, number of dependents, 
age, tenure, education, record of delinquency, history of 
migration from outside the state and ethnic identification. 
Contingency tables displaying significant relationships are 
contained in Appendix D and the tables are referred to as 
D.l, D.2, etc. in the text. 
A brief description of the distribution of the char¬ 
acteristics studied and the bases for classification follow. 
Employees were predominately male (63 per cent), 
either were or had been at one time married (80 per cent) 
and had one or more dependents (75 per cent). Male and 
female workers were slightly different along family char¬ 
acteristics. The males had the larger proportion which 
never married (20 per cent). Eighty per cent of the men 
had one or more dependents. Among the women, only 13 per 
cent had never married and 59 per cent had one or more 
dependents. 
* 
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The average age was 43 and average company tenure was 8 
years. Average education level was 9 years for the whole 
group and 10 years for the U.S. born workers. Twenty-six 
per cent of the employees indicated that they were educated 
in a foreign country and this group also averaged 9 years' 
formal schooling.^ 
At time of initial employment (and later if rehired 
after leaving or layoff), each employee was queried about 
any record of court convictions. Nine per cent indicated 
that they had been convicted of some offense in a court of 
law. The offenses ranged from civil charges to criminal 
offenses with the largest number being domestic matters and 
motor vehicle violations. 
Migratory behavior was measured by identifying those 
employees who had moved from outside the state to seek em¬ 
ployment. 
Ethnicity was classified first by identifying those who 
were born in the United States and those who indicated that 
their place of birth was a foreign country. Of those who 
specified their place of birth, 490 were born outside the 
United States. This represented seme 41 different nations. 
The largest group were of European origin (60 per cent). 
Other representative groups were from South America (13 per 
cent), The Carribean (15 per cent) and the bulk of the re- 
40 This excludes trade or technical schools. 
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mainder from Canada. The work force was then further sub¬ 
divided using U.S. Department of Labor ethnic identifications. 
Table V.9 illustrates the work group composition by ethnic 
categories. 
TABLE V.9 
WORK FORCE COMPOSITION 
BY COUNTRY OF BIRTH AND ETHNIC IDENTIFICATION 
Ethnic 
identification 
Place of birth 
Totals U.S. Foreign 
Not 
stated 
Black 239 82 19 340 
Spanish surnamed 97 64 5 166 
Others 629 341 38 1008 
Not indicated 82 3 36 121 
Totals 1047 490 98 1635 
The largest part of the data tested for this hypothesis 
may be expressed in nominal terms only. Thus contingency 
tables were used extensively to test the significance of the 
distributions. Age, tenure and education were analysed 
using a Pearson Product Moment correlation matrix. The re¬ 
sults are presented in Table V.10. 
Operational hypothesis 4a: There is no statis¬ 
tically significant relationship between absence 
and personal factors. 
Although women lost more days from work than men (Table 
D.l), there was no statistically significant difference be- 
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TABLE V.10 
INTERCORRELATIONS BETWEEN PERSONAL FACTORS AND PERFORMANCE 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND LIGHT MANUFAC¬ 
TURING FIRM 
(January - June 1974) 
Performance 
factor Age Tenure 
Educa¬ 
tion 
All absence-days lost -.09 — — 
All absence-incidence -.20 -.10 - 
Unexcused absence-days lost -.19 -.12 - 
Unexcused absence-incidence -.16 -.09 - 
Sickness-ATl days lost - - - 
Sickness-incidence -.10 - • o
 
oo
 
Long term illness-days lost - - - 
Long term illness-incidence - - - 
Short term illness-days lest -.10 - .07 
Short term illness-incidence -.13 — .09 
Other excused absence-days lost - - — 
Other excused absence-incidence - - - 
Tardiness -.18 - .12 
Early departures from work -.13 - - 
All disciplines -.17 i . o
 
00
 
.07 
Disciplines resulting from 
excessive absence or tardiness -.18 
00 
o
 • 1 
oo 
o
 • 
Production disciplines -.09 - - 
All other disciplines -.09 - — 
Industrial accidents - - - 
All grievances - - - 
All nondisciplinary grievances - - - 
Nondisciplinary grievances-time 
study requests — _ 
Nondisciplinary grievances-all others — — — 
Disciplinary grievances-all — — — 
Disciplinary grievances resulting — — — 
from excess absence 
All other disciplinary grievances — — — 
Turnover -.25 -.20 .11 
Age .48 -.22 
Tenure .48 — 
Education -.22 
A dash (-) indicates that findings are not considered 
statistically significant. Probability is greater than .01. 
129 
tween men and women in the incidence of absence. The difference 
rested in days lost to illness. Again there was no differ¬ 
ence between the two groups insofar as incidence of sickness 
absence was concerned. The sickness absence in this case 
was an overall measure of illness absence. This could not 
be attributed to age, marital status, number of dependents 
or length of absence. 
Among the men, unmarried men had more incidences of ab¬ 
sence than married men. This was most evident in the unex¬ 
cused category where single men lost more days and had more 
incidences of absence than married men (Table D.2). Those 
without dependents had more episodes of absence and lost 
more days to unexcused absence than those with dependents. 
This could be traced to the unmarried men. There were no 
differences in absence taking between women with dependents 
and those without either as a whole or when marital status 
was considered. 
Vroom holds that the decision as to whether or not to 
appear at work is predicated on the anticipated consequences 
of alternatives. This might explain some of the differ¬ 
ences in absences among men by marital status. This cannot 
be extended to the women in the study because there was no 
way to determine whether or not the woman was a primary wTage 
earner or to what extent her wages contributed to family 
^Vroom, Work, p. 17 8. 
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support. An underlying and perhaps concommitant factor may 
be age which was inversely related to absence almost irrespec 
tive of the measure of absence used (Table V.10). Consider¬ 
ing the sexes by marital status, single males were the 
youngest group with an average age of 35 which was 10 years 
the junior of the married male employee. In the case of 
women, unmarried employees had an average age of 39 some 
five years younger than her sister married workers. Thus, 
the relationship of absence to marital status by sex may 
well be tied to age as well as family responsibility. 
The age-attendance relationship was the strongest in 
the least sanctioned categories of absence. There was no 
evidence whatsoever to uphold the idea that with age there 
was increased use of sick leave of any length. Tenure also 
displayed a consistent negative relationship to absence but 
this was in no manner as strong or as universal as that of 
age. The age-tenure trend pointed to some kind of positive 
work selection and work socialization process. One report 
held that the passage of time affects the way in which jobs 
42 
are seen and thus also affects the absence rate. However, 
in the case under study, the idea appeared more applicable 
to age than time on the job. 
!• O 
^David K. Wasson, "Some Relationships Among Motivation 
Intelligence, Tenure and Absenteeism,” Unpublished Ph.D. Dis 
sertation, Case Western Reserve University, 1971. 
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In an analysis of national data, Hedges points out that 
the practice in this country of relating vacation time to 
length of service may contribute to part of the sporadic 
absence of younger workers. Because of their shorter work 
experience and high mobility, younger workers are more likely 
to be new hires than older workers. ,She concludes that be¬ 
cause these new workers are not entitled to vacations or 
only brief ones that they are more prone to take unscheduled 
4 3 
absences. As appealing as the analysis may be, it could 
not be substantiated in this study. Although paid vacation 
was in proportion to length of service, the plants closed 
during the three week vacation period insuring the same time 
off for all regardless of tenure. Thus any absence, excused 
or otherwise, outside the official shut down constituted 
additional time off from work and in the case of the less 
tenured employee just that many more unpaid work days. 
The work force studied was hourly paid, non-supervisory 
personnel. Although some of the jobs were highly skilled and 
a large number quite well paid, the largest portion of the 
jobs were those wherein there was no corresponding payoff 
with formal education. The exception might be in the cate¬ 
gory of Office and Clerical workers who were somewhat better 
educated. This group was in the mid-level of the job classi¬ 
fication scale but there were other compensatory payoffs in 
^Hedges, "Absence from Work,” p. 28. 
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overall working conditions and, perhaps, even prestige. Per 
haps because of the lack of association of formal education 
with job payoffs, there was a positive association between 
absence and education. This was strongest in the lesser 
sanctioned forms of absence. Thirty per cent of the work 
force had at least a high school education. Of these}four 
per cent had some college indicating possible alienation re¬ 
sulting from work being unable to fulfill the expectations 
attached to attainment of formal education. 
Record of convictions in a court of law was a factor 
only in absence incidence but not in overall absence or any 
subcategory of absence (Table D.3). History of migratory 
work behavior indicated that those who came from out of 
state to seek employment had higher incidences of unexcused 
absence but this did not hold for any other category of ab¬ 
sence or absence as a whole (Table D.4). 
Those of foreign origin had far fewer days lost and 
fewer incidences of absence than the native born (Table D.5) 
This held for nost categories of absence whether measured by 
time lost or incidence. Ethnic identification was a major 
factor in absence for the U.S. native employee with the 
Black and Spanish surnaned workers having far more days lost 
and incidences of absence than all others (Tables D.6 and 
D.7). This was strongest in the lesser sanctioned forms of 
absence. 
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In general the stereotype of the chronic absentee emerg¬ 
es as one who is young, better educated, less tenured and 
perhaps has a police record or migrated from out of state to 
seek work. Ke or she was born in the United States and most 
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likely belongs to a minority group. 
Operational hypothesis 4b: There is no statis¬ 
tically significant difference between termina¬ 
tion and personal factors. 
The terminee differed from the retainee along a number 
of dimensions. These differences paralleled the findings of 
absenteeism almost without exception. There were no differ¬ 
ences between men and women in termination nor was marital 
status a factor. Focusing on the men, it was noted that 
single men were more prone to leave than married men (Table 
D.8). This was not so for the women. The role of marital 
t 
status was further clarified when family responsibility was 
considered. Those married personnel who indicated that they 
had at least one dependent were less likely to leave than 
single personnel with dependents; however, this was so only 
for the men in the work force. (Table D.9). 
There were relatively consistent negative and signifi- 
^This stereotype in part upholds prior findings in 
general with the exception of sex differences. See: W.W. 
Ronan, "Individual and Situational Variables Relating to 
Job Satisfaction," Journal of Applied Psychology, 54 (1970), 
p. 4. 
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cant relationships between termination and age and between 
termination and tenure upholding the notion that older, 
longer tenured personnel are less likely to leave. In the 
same manner as absence, education was positively associated 
with termination. (Table V.10). 
Comparing the terminee with the retainee, terminees 
were slightly—although statistically significantly—better 
educated (10 as opposed to 9 years), were 11 years younger 
and had 6 years less tenure than the employees who remained 
with the company. Further, among the U.S. born work force, 
the differences between the terminee and the retainee were 
more marked with the age differences extending to 14 years. 
The impact of education on work behavior may be partly ex¬ 
plained in the inability of the job to fulfill the expecta¬ 
tions of educational attainment but a part may be attributa¬ 
ble with the potential of alternative employment. At least 
one prior study found that the more intelligent workers on 
repetitive jobs had much higher turnover. This was inter¬ 
preted as an outcome of the availability of alternative em- 
4 5 
ployment. 
There were no differences between U.S. born and foreign 
born employees insofar as termination was concerned. Ethnicity 
was a factor among U.S. born workers. Minority groups 
^M.S. Viteles, Industrial Psychology (New York: North 
Co. 1932), cited by Vroom, Work, p. 142. 
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were more prone to termination than all others (Table D.10) 
Overall, the findings were similar to those of absence, 
indicating that approximately the same personal factors were 
common correlates of both behaviors. This paralleled the 
findings as far as job factors were concerned wherein approx 
imately the same organizational-structural and job related 
factors were found to be underlying correlates of absence 
and termination. 
Operational hypothesis 4c: There is no statis¬ 
tically significant difference between indus¬ 
trial disciplines and personal factors. 
The seriousness of industrial discipline as it relates 
to labor management relations is evidenced by the fact that 
the largest number of cases going to arbitration involve 
disciplinary matters.^ Despite this, little is known 
about the nature and sources of disciplines. The reasons 
underlying the paucity of research may be attributed to 
disciplines being less objectively verifiable. Differences 
in the frequency and reasons for formal sanctions rest in 
supervisory attitudes. Although field study is extremely 
difficult there has been very little work in even labora¬ 
tory experiments to attempt to investigate concommitant 
45 
Glueck, Personnel, p. 591. 
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variables of norm violating behavior. 
One of the problems in researching industrial disci¬ 
pline rests in the specification of discipline and roots of 
such actions. Using three categories and an overall mea¬ 
sure of discipline, the study attempted to establish whether or not 
personal characteristics were associated with rule breaking 
behavior. Sex, marital status and family size had no bear¬ 
ing on the disciplinary process. There was a significant 
difference between married and single women. This occurred 
only in disciplines arising from inability to meet produc¬ 
tion requirements but the number of observations was in¬ 
sufficient to allow conclusion (Table D.ll). 
There was some evidence of a relationship between in¬ 
dustrial discipline and record of court convictions. This 
was evident for discipline overall as well as disciplines 
resulting from excessive absence and those disciplines 
arising from non-production related violations (Table D.12). 
There was no evidence of any impact of migratory work be¬ 
havior as far as disciplinary action was concerned. 
The personal and social characteristics of the disci- 
plinee matched those of the absentee: age, tenure, educa¬ 
tion, place of birth and ethnicity. (Tables V.10, D.13 
-—- 
See: Jai B. Sinha and Robert J. Wherry, Ur., "De¬ 
terminants of Norm Violating Behavior in a Simulated Indus¬ 
trial Setting,” Personnel Psychology, 18 (1965), 403-412. 
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and D.14). It was in the case of the foreign born as com¬ 
pared to U.S. natives, disciplines varied significantly be¬ 
tween the two almost irrespective of cause. This finding 
gives rise to an idea of some kind of post-industrial alien¬ 
ation among U.S. born employees who may be either unwilling 
or unable to meet the demands of the production situation. 
Operational hypothesis 4d: There is no statis¬ 
tically significant relationship between griev¬ 
ances and personal factors. 
Grievances were almost completely independent of any 
personal or social factors. One exception was the effect of 
police records. In this case the only difference could be 
found in disciplinary grievances related to excessive absence 
(Table D.15) but for no other category or grievances submis¬ 
sion as a whole. Again the numbers were too few for conclusive 
evidence. The exact underlying factor of such a finding is 
open to speculation. On one hand, this may be seen as some 
kind of overreaction to discipline resulting from prior 
experience with law enforcement. On a broader plane, this 
may be considered as part of an overall life accommodation 
pattern. There was a suggestion of differences among U.S. 
ethnic groups in grievance submission. This occurred only 
for disciplinary grievances arising from excessive absence; 
however, the numbers were insufficient for any conclusion. 
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The lack of significant findings is of interest partic¬ 
ularly in light of prior research. Previous works, although 
mixed in findings and difficult to compare because of the 
lack of clear specification of grievances, do show some con- 
48 
sistent findings. For example, Ash tested a number of 
variables including sex, marital status, family size, citi¬ 
zenship, nationality, age and tenure. He found that "na¬ 
tionality" was a factor with the Negro and "Mexican and 
Puerto Rican" groups submitting more grievances than "na¬ 
tive whites." He also found that younger employees filed 
more grievances than older ones. A second study found that 
education, tenure and age were factors in grievance activi¬ 
ty with the younger, better educated and less tenured 
49 
worker being more prone to grievance activity. A third 
study of non-disciplinary grievances found that the chronic 
grievant is more likely to be single, not a citizen of the 
state of employment, younger and having had some kind of a 
report from previous employers indicating poor job perform- 
50 
ance of some kind. There is an indication that changing 
no 
Philip Ash, "The Parties to the Grievance," Personnel 
Psychology, 23 (1970), 13-37. 
Howard A. Sulkin and Robert W. Pranish, "Comparison 
of Grievants with Ncn-Grievants in a Heavy Machinery Company, 
Personnel Psychology,20 (1967), 111-119. 
50Schenkel, DeWire and Ronan, "One in Every Crowd?," 
p. 548. 
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social and even perhaps economic conditions give rise to 
differing findings. The most recent study found no differ¬ 
ence in grievance submission on the factor of "race" al¬ 
though three prior studies established minority group mem¬ 
bership as a factor in grievances. The authors attributed 
this difference to the time frame wherein the issue of 
civil rights was becoming more meaningful.^ 
The works enumerated above used slightly differing 
levels of significance in the findings—generally at proba¬ 
bility less than or equal to .05. Although a much higher 
level was adopted in this report, the findings for any of 
the variables in no way approached the previous reports. 
Operational hypothesis 4e: There is no statis¬ 
tically significant relationship between acci¬ 
dents and personal factors. 
Because industrial accidents are multidimensional, the 
role of individual factors in accidents is a subject of con¬ 
troversy. The notion of "accident proneness" implies some 
inherent personal idiosyncracy which predisposes one to more 
5 2 
accidents than another. Previous work has explored the 
51 
52' 
Ibid. 
'A.G. Arbous and J.E. Kerrich, 
dent Proneness," Industrial Medicine 
141-158. 
"The Phenomena of Acci- 
and Surgery, 22 (1953), 
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contributions of sensorimotor abilities and found factors 
differentiating low and high accident groups on a number of 
psychophysiological functions such as visual acuity, depth 
5 3 
perception and strength. Nevertheless, there is still to 
be established the source of such factors as failure to ad¬ 
here to standard safety practices, failure to pay attention 
and inability to react in an emergency. 
Another issue clouding accident research is the lack 
of a clear and consistent specification of "industrial acci¬ 
dents” in the literature. Some works treat near accidents 
on a par with minor and major accidents whereas others con¬ 
fine their analysis to accidents which result in time lost 
from work. Recent legislation provides a means of specify¬ 
ing and recording accidents in a consistent manner through¬ 
out industry. This insures that all accidents are recorded 
whether or not time .is lost from work and even if the worker 
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leaves the organization. Such considerations neverthe¬ 
less are important for future work. 
Using the definition of an occupational accident as one 
recorded under the Occupational Safety and Health Act provi¬ 
sions , only ethnicity could be identified as a personal var¬ 
iable associated with accidents (Table D.16). Marital 
c q 
Menon A. Sreekumar, ”A Study of Psycho-Fhysiological 
and Sensori-Mctor Factors Involved in Accidents and Acci¬ 
dent Proneness in Industry,” Psychology Annual, 3 (1969), 
31-33. 
^4See U.S. Department of Labor Press Release 7327, 
February 6, 1973. 
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status, sex, education, delinquency record and history of job 
migration were not significant in work accidents. A number 
of prior works found that age and tenure figure heavily in 
the accident rate. Thus, some conclude that the process of 
becoming a safe worker is little more than a typical learning 
5 5 
function. Despite this, no relationship between age, tenure 
or the number of new workers could be detected as contributory 
to the accident rate suggesting that the new worker-accident 
link may be more appropriate to high accident industries and 
occupations. 
Before summarizing and integrating the findings, it is 
appropriate that personal factors also be analysed insofar 
as overall job performance is concerned. 
The same findings as far as male and female employees 
held with no significant difference between the two. Mari¬ 
tal status was not a factor overall or when the sexes were 
treated separately. There was one finding among the women 
which indicated that single women with dependents had slight¬ 
ly poorer work records than married women with dependents al¬ 
though the numbers were too limited for any conclusion. 
Age, tenure and education displayed the same relation- 
— 
R.H. Van Zelst, "The Effects of Age and Experience 
Upon Accident Rate," Journal of Applied Psychology, 38 
(1954), 313-317. 
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ships as reported for individual behavior (Table V.ll) as 
well as history of delinquency but not for migratory work 
behavior (Table D.17). 
TABLE V.ll 
INTERCORRELATIONS OF PERSONAL 
FACTORS ASSOCIATED WITH OVERALL 
MARGINAL PERFORMANCE 
Coefficient 
(number) 
(probability) Age 
Educa- 
Tenure tion 
Performance 
score3- 
-.23 
(1430) 
(.001) 
-.13 .11 
(1463) (1320) 
(.001) (.001) 
aSee pages 93-96 . 
Despite findings insofar as impact of place of birth 
on job behavior, the overall performance of the U.S. born 
workers compared favorably with those of foreign birth. 
This came about as a result of treating terminees and re- 
tainees as a single group. Looking at the retainee, the 
difference insofar as overall performance held with far 
more satisfactory behavior on the part of those of foreign 
birth. The difference might rest in some kind of indus¬ 
trial socialization wherein the U.S. born are less likely 
to conform to job demands (Table D.18). Ethnic differ¬ 
ences held with minorities having far poorer records than 
native whites indicative perhaps of some lack of social 
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preparation for or lack of expectation fulfillment in the 
work place. (Table D.19). 
Table V.12 summarizes the findings insofar as the rela¬ 
tionship between personal factors and job performance. In 
general absence and discipline were the most sensitive to 
analysis with termination also displaying a number of per¬ 
sonal correlates. In a manner similar to the analysis of job 
factors, grievances and accidents displayed the fewest relationships 
suggesting that if there are underlying personal, social or 
organizational variables these were not within the purview 
of the study. 
Summary 
This chapter presented the findings of the research 
study and the hypotheses tested in support of common cor¬ 
relates of dysfunctional work behaviors. With the excep¬ 
tion of the question of chaotic work history, the general 
hypotheses were upheld with significant findings insofar 
as the interrelationships among the behaviors and common 
job and personal correlates of absence, termination, dis¬ 
ciplines , grievances and accidents.• 
Personal factors do not, however, exist independent of 
job factors nor do personal variables exist independent of 
each other. The following chapter attempts to integrate 
and interpret the findings and to isolate the overriding 
considerations of job performance. 
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TABLE V.12 
SUMMARY OF FINDINGS RELATIVE TO PERSONAL FACTORSa AND THEIR 
RELATIONSHIP TO JOB PERFORMANCE^ 
Job performance criteria 
(Operational hypothesis number) 
Ab- 
Personal sences 
variables (4a) 
Term¬ 
ina¬ 
tions 
(4b) 
Disci¬ 
pline 
(4c) 
Griev¬ 
ances 
(4d) 
Acci¬ 
dents 
(4e) 
Overall 
Performance 
Sex Sc N N N N N 
Marital 
status sc sc s° N N N 
No. of de¬ 
pendents SC sc N N N Sc 
Age s s S N N S 
Tenure s S S N N S 
Education s S s N N s 
Record of 
delinquency sc N s sc N S 
Migratory 
work be¬ 
havior sc N N N N N 
Foreign 
origin s N S N N sc 
Ethnicity 
(U.S. 
only) S •S S sc S s 
Accept or 
reject the 
operational 
hypothesis R R R Rd A 
Significance applies only to each factor and does net 
account for underlying or ccncommitant factors. 
Symbols used are as follows: S=Significant; N=Not sig¬ 
nificant; A=Accept; 
R=Reject 
cSignificance accepted with qualification; see text. 
^Rejected with reservation. See text. 
CHAPTER VI 
CONCLUSIONS 
This chapter summarizes, integrates and interprets the 
findings of the research project first in terms of the par¬ 
ticular firm studied and then in terms of the implications 
for the study and practice of industrial relations. 
Summary of the Findings 
The study upheld the idea that a small segment of a 
work force accounts for a large part of the problems in an 
organization. It was found that eight per cent of the work 
force accounted for all the grievances, six per cent were 
responsible for all the accidents and ten per cent for all 
the disciplines in the organization. This is not totally 
unexpected for if the behaviors were randomly distributed 
♦ 
across the work force this would result in only eleven per¬ 
cent accounting for all grievances, ten per cent accounting 
for all accidents and twenty per cent responsible for all 
disciplines. The importance of the study rested in the 
finding that not only did a small group account for a 
large amount of the problems, but often it was the same 
group which tended to be responsible for a large part of 
all other problems in the firm. Using disciplines for an 
example, ten per cent of the workers were responsible for 
all the disciplines and it was this same ten per cent who 
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were also responsible for one third of all accidents, almost 
one half of the total grievances and one third of the total 
unexcused absence in the organization. 
The evidence indicated that both exogenous and endo¬ 
genous factors contributed to work behaviors. At the same 
time, there was a strong case to indicate that personal and 
social characteristics are determinants of job behavior in¬ 
dependent of the work situation. 
There was no indication of any major differences in work 
behavior between men and women although the sexes were not 
proportionally represented along all the job dimensions 
studied. While women had less tenure than men, sex was not 
a factor in termination during the six month period studied. 
Absence was greater among women but this was true only for 
days lost due to illness. Other than the absence factor, 
women held work records on a par with their male counter¬ 
parts despite the fact that women frequently held jobs more 
closely associated with poor work performance. Specifical¬ 
ly, women were found in production jobs and on incentive 
pay beyond the numbers expected in consideration of their 
« 
work force participation. One exception was in the job 
category of Office and Clerical workers where women were 
much more highly represented. Employees in this category 
of job held a somewhat but not wholly more favorable job 
record. 
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Family responsibility played some role in job perform¬ 
ance. This was apparent only among the men in the work 
force. Unmarried men lost more time to unexcused absence 
and were more prone to leave than married men. The associ¬ 
ation of family responsibility in job performance may ex¬ 
plain in part the difficulty in relating job satisfaction 
to performance. Job satisfaction research tends to re¬ 
strict its frame of reference focusing almost exclusively 
on attitudes toward overall or specific aspects of work 
rather than attitudes toward work as contrasted to all 
other areas of life.1 
In a similar line, conventional wisdom holds that work 
values differ between men and women because societal norms 
define certain "proper roles" for the sexes. For the man 
who is out of work and making little or no effort to seek 
employment, there is purportedly social disapproval and re¬ 
jection. On the other hand, the social pressure is less 
for women. In the case of women with children, these pres¬ 
sures work in a direction to keep her away from the work 
2 
place. These contentions are often subjected to "verifi- 
« 
^L.S. Hearnshaw, "Attitudes to Work," Occupational 
Psychology, 28 (1954), 129-139. 
2 
Victor H. Vroom, Work and Motivation (New York: John 
Wiley and Sons, 1964, p. 178. 
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3 
cation" using attitudinal measures. Lack cf representation 
of women in the work force along a number of dimensions 
makes it virtually impossible to trace the implied attitude- 
behavior link. The more obvious differences in male and fe¬ 
male employment rest in the large percentage of women in part 
time jobs and in occupations and industries which in them¬ 
selves are prone to high turnover and absence. Nevertheless, 
at least one study found higher female absences in four dif¬ 
ferent enterprises. It was also found that absences among 
women as a whole are characterized by factors independent 
u 
of work (for example, age, health and place of residence.) 
The study at hand, while far from resolving the question 
of male-female differences in absence taking, did show that 
in a relatively homogeneous work situation, women compared 
favorably to men in job performance despite the working con¬ 
ditions which might,have predisposed the women to have had 
poorer records. Although women were less tenured than men, 
they compared favorably with men as far as age and education 
was concerned. This may be one of the underlying factors in 
3 
See, for example: M. Rosenberg Occupations and Values 
(Glencoe, Illinois: The Free Press, 1957) and A.H. Brayfield, 
R.V. Wells and N.W. Strate, "Interrelationships Among Mea¬ 
sures of Job Satisfaction and General Satisfaction," Journal 
of Applied Psychology, 41 (1957), 201-205. 
^Aurora Fonseca, "Consideracoes Sobre o Absentismo 
Femino", (Reasons for Absenteeism of Women) Informacao 
Social 4 (1969), 118-121. (English summary). 
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job performance as age and education played rather strong 
roles in work performance. 
The age factor proved the strongest determinant of be¬ 
havior with tenure less directly traceable to work perform¬ 
ance. Education was also a factor. Education appeared to 
be independent since there was no significant relationship 
between education and tenure. The expected age-education 
link held with the younger worker having a much higher level 
of formal education than older ones. Overall, those with 
more formal education tended to have poorer work records. 
This may be attributed to the type of working conditions 
wherein formal schooling yields little or no economic—or 
any other—payoff on the job. Education was relatively in¬ 
dependent of job factors. As might be expected the younger 
and less tenured worker as a rule held the lower job classi¬ 
fications, were on incentive pay, worked in production jobs 
and were heavily represented in the operative or laborer 
job categories. 
The question of social adaptation as carried over to 
the work situation was not clear cut. Those who migrated 
from outside the state to seek work were inclined to poorer 
attendance records than those who lived in the area at time 
of employ. Those who were convicted in a court of law 
tended to have less acceptable work records than those who 
were not. The type of offense, whether a minor civil case 
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or a criminal charge, had no effect although numbers were 
limited. Despite this there was a rather weak case for the 
assumption that history of life adaptation is predictive of 
work adaptation. There was however, a lack of information 
concerning employees. In many countries with far reaching 
social programs, a wealth of information is available con¬ 
cerning life histories, and seme findings have been estab¬ 
lished concerning life accommodation patterns. For example, 
5 
one study in Norway found that people with social diffi¬ 
culties (specifically alcoholism, delinquency, need for poor 
relief and deliberate absenteeism) were more highly repre¬ 
sented among those who had frequent periods of sickness in- 
g 
capacity for work. A second study in The Netherlands 
found evidence that locals have far better attendance 
records than those who migrated into the country to seek 
work. In a similar but less well documented line of 
thought is the allegation that history of social inadapta- 
7 
tion is associated with job performance. This argument 
holds that many in the United States have been crippled in 
5 
Victor Linden Absence from Work and Work Capacity 
(Bergen, Norway: The National Health Insurance, Local 
Office of Bergen, 1967), pp. 74-77. 
c 
A.M.F.B. Crousen Analyse van het Werk Van Een Con- 
trolerend Geneeskundige voor de Ziektewet (Assen, The 
Netherlands: The Royal Van Gorcum Ltd. Assn., 1968), p. 103 
(English summary). 
7 
Gertrude Samuels, ’’Kelp Wanted: The Hard Core Unem¬ 
ployed,” The New York Times Magazine, (January 28, 1968), 
pp. 47-48. 
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every way, emotionally and economically, have criminal records 
and are on drugs and alcohol—that new formed responsibilities 
particularly with regard to the work situation are too much 
for them. They have been out of work so long that the work 
habit has been either destroyed or never developed. A fur¬ 
ther extension of life inadaptation was sought in the area 
of job history but findings for this study were completely 
negative. Part of this may be an outgrowth of the selection 
process, the nature of the firm and the size of the sample. 
One of the major factors in performance was that of 
foreign origin. Foreign born workers displayed far 
more acceptable work patterns with far better attendance and 
discipline records than U.S. born employees. There was no 
significant difference between ages of the two groups. The 
U.S. born worker was better educated C10.1 vs. 8.9 years) 
and had far more tenure (9 as opposed to 6 years). There 
was no difference between the native born workers and foreign 
born as far as termination was concerned. There were some 
notable differences in personal characteristics in the 
terminee and the retainee. For the U.S. native, the termi- 
nee tended to be better educated, younger and less tenured 
than the retainee. Among the foreign born, the only differ¬ 
ence between the two groups was tenure with the retainee 
having far more company tenure. This suggests that different 
factors are at work in termination for the two groups. 
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In a manner somewhat similar to the sex differences, the 
U.S. worker and the foreign born differed along a number of 
job dimensions. The foreign born were more heavily repre¬ 
sented in the production jobs, on incentive pay and in the 
lower job classifications. Thus, the foreign born tended to 
hold a better record despite working ’conditions. 
The differences between the foreign born and the U.S. 
native born generally held when job and personal factors 
were matched. The differences disappeared to some extent 
when education was matched. This occurred only for the very 
small group which held educational levels beyond high school. 
More significant was the role of age which transcended for¬ 
eign birth in job performance. However, it was only in the 
case of workers 25 years old or less where the differences 
between the two groups became nonsignificant. 
The foregoing bring to issue the question of work val¬ 
ues vis a vis all other alternatives in life or the fulfill¬ 
ment of different expectations in the work place. In other 
words, while there may be differing expectations on the 
part of the foreign born, this does not hold among the 
youth of the work group. 
Historically, the most recent immigrant groups fill the 
♦ g 
lowest jobs offered by a society and social observers, par¬ 
ticularly Marxists have held that there is some kind of "mar- 
-s-:- 
William Glueck Personnel: A Diagnostic Approach (Dallas, 
Texas: Business Publications, Inc., 1374), p. 122. 
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ginal working class” or a "sub-community of workers who be¬ 
long to a subordinate ethnic or racial group and as such 
these workers fill many manual roles in heavy industry with 
g 
a heavy concentration in marginal positions....” While not 
precisely true of the foreign worker of this study, the 
latter analysis does form some kind df framework to under¬ 
stand a class who are more willing to accept the work situ¬ 
ation in exchange for certain rewards particularly economic 
rewards. Further although theory holds that work commitment 
varies proportionately with industrial growth,^ there is 
also reason to believe that in a post industrial phase, a 
structure of new values is emerging which elevates leisure 
above work.^ 
In a similar vein, there is also the question of work 
performance among ethnic groups of the U.S. born work force. 
This includes what has come to be termed minority groups-- 
specifically. Blacks and Spanish surnamed citizens. The 
extent of these ethnic influences on work performance is 
unclear as minorities could not be compared with other work¬ 
ers on a number of job dimensions with the minorities pre- 
9 
John C. Leggett Class, Race and Labor (New York: Ox¬ 
ford University Press, 1968), p. 14. 
^Clark Kerr, et. al., Industrialism and Industrial 
Man: The Problems of Labor and Management in Economic Growth 
CCambridge: The Harvard University Fress, i960 ), p. 30. 
^Angus Hone, "High Absenteeism and High Commitment," 
Economic and Political Weekly," 3 (1966), M-31-M32. 
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dominating in lower job classifications, in production jobs, 
on incentive pay and on the evening shift. As a group, 
minorities had the same educational level as native whites 
although Blacks had significantly higher levels of formal 
education than the Spanish surnamed. On an average, minor¬ 
ities were ten years younger and had five years less company 
tenure than the native whites. 
Ethnic differences held for all performance criteria 
except grievances. The persistence of these differences 
again brings to issue the idea of work values and expecta¬ 
tions of the work place. It has been held that the condi¬ 
tions of non-whites in the United States approximates that 
of a sub-culture. Since socialization is quite different, 
it could be well expected that attitudes to work also re- 
12 
fleet sub-cultural differences.~ Job satisfaction research 
has generally found .that race has only a limited influence 
on job satisfaction and factors other than race bear mere 
heavily on job satisfaction. Job values of sub-cultural 
groups have been less intensely studied although at least 
^Charles A. O’Reilly III and Karlene H. Roberts, "Job 
Satisfaction Among Whites and Nonwhites," Journal of Applied 
Psychology, 57 (1973), 295-299. 
13 
See, for example:- Jogoslav S. Milutinovich, "A Com¬ 
parative Study of Job Satisfaction of Negro and White Em¬ 
ployees under Participative and Authoritative Supervisory 
Styles," Unpublished Ph.D. Dissertation, New York Union 
Graduate School of Business Administration, 1970. 
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one work found Negroes as committed to prevailing work norms 
14 
as white workers. Such findings cannot be considered inde¬ 
pendent of other factors. One of these is the social situa¬ 
tion. Dizard points out that "one feature of ghetto life is 
a dislike—ranging from mild to intense hatred--of whites 
and an ambivalence toward the institutions of white society 
therefore it is unreasonable to assume‘that Negroes and 
whites share the same basic evaluation of 'the system'-- 
occupational, social or political."1^ In a related vein, 
Margaret Mead's (1953) UNESCO report contains observations 
on cross cultural attitudes to work. In commenting on the 
attitudes among Spanish Americans of New Mexico as contrasted 
to predominant Anglo-American attitudes, the report observes 
that for Spanish Americans "there is no moral corruption in 
being idle or in staying away from one's job.... A worker 
may stay away from wage work, but may spend the day repair¬ 
ing a neighbor's door.... The young person who seeks an Anglo 
adjustment not only needs new skills, he must also acquire 
a wholly different set of attitudes of aspirations and per- 
1 6 
sistence." This observation in the same manner as that 
14 
Curt Tausky and William J. Wilson, "Work Attachment 
Among Black Men," Phylon 31 (1971), 23-30. 
^John E. Dizard, "Why Should Negroes Work?," in Negroes 
and Jobs, ed. by Louis Ferman, et_. al. (Ann Arbor, Michigan: 
The University of Michigan, 1968), pp. 407-408. 
Margaret Mead, ed. Cultural Patterns and Technical 
Change (New York: UNESCO), 19 5 3 quoted in Hearnshaw", irAtti- 
tudes to Work," p. 134. 
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concerning Negro ghetto attitudes cannot be extended to eth¬ 
nic groups as a whole but, rather, must be limited to appro¬ 
priate social circumstances. 
In this study, work behavior of ethnic groups may well 
reflect some kind of threshold worker. One who while ade¬ 
quately prepared for work in terms of formal education has 
only recently entered the work situation. Such a worker has 
yet to be fully integrated into the work situation and to 
internalize the norms of the industrial situation and the 
values of its rewards. 
In an attempt to isolate common underlying factors in 
ethnic differences, the native white and native minorities 
were matched as much as possible on job and personal factors 
and differences tended to hold. For a rather small group 
differences disappeared when education was matched but this 
was so only at the very lowest and highest educational 
levels and the numbers were too small to warrant any conclu¬ 
sion. Age was found to be the key in the ethnic differences. 
Matching age, the differences between minorities and native 
whites disappeared almost entirely and in a manner similar 
to but far more dramatically than the foreign born. This 
confirmed that intergenerational differences transcend sub- 
# 
cultural influences. The one exception was in the case of 
termination. This existed only in the quit-prone age group 
of 25 years or younger. Ethnic differences held in this 
group whereas they disappeared in all other age groups. 
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In retrospect, the idea of the ’’marginal” or ’’unsatis¬ 
factory worker” holds. Such an employee could be expected 
to be younger, better educated, single and have been with 
the organization for a rather short period of time. There 
may be some manifestation of life maladjustment such as a 
police record or history of work migration. This worker 
may be a man or woman but can be expected to be U.S. born 
and a minority group member. Age above all is the dominant 
factor. As might be expected, this type of worker is more 
frequently found in the lower paid positions, on production 
jobs, working on incentive pay and in a large department 
where working hours are long. 
The foregoing might appear to be the epitomy of a 
stereotype and may well be. There is a case for stereo¬ 
typing as it forms a basis for recognition of an area of 
concern and a base to examine and contend with an important 
issue. Becker points out that stereotypes are attacked as 
invalid because there are often several exceptions but 
there must be exceptions for ”if the construct and reality 
exactly correspond, you are in the morass of the particu- 
lar."17 
Using this stereotype and the data in the study, a dra¬ 
matic picture of work behavior emerges as illustrated in 
Table VI.1. Given the work group studied and isolating the 
E.- Becker, ’’Constructive Typology in the Social Sci¬ 
ence," American Sociological Review 5 (1940), 40-55. 
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workers under age 25, there are marked and significant dif¬ 
ferences in absence, discipline, accidents and turnover. 
If the employees are over 25, one could expect 2 episodes 
of absence and approximately 6 days lost per 100 days 
scheduled whereas if the worker were under 25, absence will 
increase to 5 episodes and 11 days lc,st. Disciplines will 
almost triple and accidents will increase from 5 to 8 per 
ten thousand days worked. Further, if the youthful worker 
is a U.S. native, there will still be an additional absence 
and almost 3 more days lost along with another 10 per cent 
increase in disciplines. Finally, if this youthful worker 
is a U.S. minority group member, the number of absences 
rises to 6 with over 18 days lost. Disciplines will de¬ 
cline somewhat but the accident rate will continue to rise. 
Terminations reveal a similar pattern. Throughout the an¬ 
alysis grievances declined indicating that grievance ac¬ 
tivity is relatively independent of other common factors. 
The overall stereotype involves a very small part of the 
total work force but it serves to point up the fact that 
there is such a thing as a special needs group and this is 
the youthful worker. The above analysis used those under 
25 as illustration. Increasing age incrementally the dif- 
0 
ferences narrow but do not disappear altogether inasmuch 
as minorities tend to be on the average far younger than 
native whites. 
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Implications 
The organization studied operated in a relatively stable 
long established technology with a job structure affording 
little opportunity for advancement particularly in terms of 
intrinsic job rewards. There is an active internal job 
bidding system which resulted in an average of 1.2 of every 
two newly open jobs being filled internally. As evidence 
of high internal mobility, a sample of 100 records showed 
that on an average an employee changed job at least twice, 
department and supervisor approximately three times and 
shift once for every eight years' employment. Some of this 
internal mobility involved little more than changing job, 
supervisor, shift or work group without leaving the company. 
Some job changes were advancements. In the latter case, the 
advancement was primarily in terms of pay with the upper 
levels of the job hierarchy reserved for those who have 
special skills and training (e.g. electricians, tool makers 
and mechanics). Overall the picture is a common one of es¬ 
tablished manufacturing firms—it offers little in long 
range occupational outlook except for those whose social 
and educational backgrounds offer little or no alternative. 
Into this realm comes the youthful worker. As in 
other manufacturing situations, those without highly spe¬ 
cialized skills or training enter in low paid, unskilled 
jobs are put to work tending a machine and most likely 
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are placed on piece work. After many years* work, there 
will be steady pay increases and perhaps advancement to 
better jobs but the upward mobility is mostly in terms of 
economic payoff. A good deal of the youthful worker diffi¬ 
culty rests in the lesser sanctioned forms of absence or 
the decision to take a day off without pay. Thus it ap¬ 
pears that economic payoff particularly that associated 
with long work days and long work weeks is not an induce¬ 
ment for this group. This may be rooted in differing in- 
tergenerational value systems. In the younger groups, it 
may be assumed that the combined effects of intergenera- 
tional differences—lack of family responsibility, in¬ 
creased formal education and differing peer group norms— 
results in a value system different from that of the older 
workers wherein leisure is placed on at least a par if not 
valued even more highly than the economic rewards of in¬ 
centive pay and extended wTork time. 
Another factor in the particular work situation 
studied is the relative maturity of the work force. Youth 
is at some disadvantage. Older workers predominate (the 
average age was 43). The older workers hold the better 
paid, more highly desirable positions. The labor contract 
0 
rigidly enforced seniority further placing the youthful 
worker at a disadvantage insofar as job aspirations are 
concerned. 
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The existence of a "younger worker" problem allows two 
alternative courses of action. The first is the traditional 
method of attempting to internalize organizational norms in 
the new arrival through positive or negative rewards. An 
alternative is the creation of organizational structures to 
accommodate special groups. Potentially this might encom¬ 
pass job enrichment, flexible work schedules and alternative 
career ladders. The latter deserves consideration as there 
is little reason to believe that the rising expectations of 
workers will revert to more traditional views of the value 
of economic stability through steady wage work. 
Despite the overriding issue of age, there is also the 
matter of ethnicity or the question of sub-cultural influ¬ 
ences among the U.S. born employees. Programs for the 
hard-core unemployed, Equal Employment Opportunity legisla¬ 
tion and more recently Affirmative Action programs have 
allowed minorities to enter into jobs and occupations pre¬ 
viously denied them. The existence of sub-cultural differ¬ 
ences points up the inability of minority groups to imme¬ 
diately accommodate to the demands of work life. This sug¬ 
gests that opportunity alone is no panacea or at least net 
one which produces immediate results. Rather, different 
social background, sub-cultural influences and work expec¬ 
tations are brought into an alien work place and as a re¬ 
sult many are unable to adapt to the new situation. The 
foregoing indicate that minorities perhaps constitute some 
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kind of special needs group whose needs extend beyond em¬ 
ployment opportunity and who require special consideration 
from management. 
The importance of absence in organizational life and 
particularly the lesser sanctioned forms of absence cannot 
be overemphasized. It was found that the chronic absentee 
accounted for a great part of the disciplines, grievances, 
turnover and possibly even contributed in some way to the 
accidents in a work place. The primacy of absence makes 
this a subject for extremely close surveillance particular¬ 
ly in a union situation with a prescribed probationary 
period. This also suggests some need for close internal 
controls by management to accommodate differences among 
supervisors in the application of sanctions. 
There is also a case for the specification of absence 
by cause. The lesser sanctioned forms of absence tend to 
be the better indicators of overall performance. Increased 
absence activity is some kind of precursor of resignation 
as well as grounds for discipline and ultimately grievances. 
While there is need for some kind of absence classification 
by cause, there is another factor wThich has probably ob¬ 
scured the absence phenomena. This is the propensity to 
dwell excessively on causative agents thus bogging down in 
the particular rather than treating general categories as 
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the level cf consideration. There is also the suggestion 
of a relationship of absence taking to ease of excuse. 
While not universal across the work force, this was evident 
among the chronic absentees who were inclined to make fre¬ 
quent use of both unexcused and short term illness absence. 
Grievances and disciplines also demand consideration 
particularly from the viewpoint of the individual. There 
was strong indication that both grievances and disciplines 
concentrated in a few individuals. Although grievances 
were somewhat related to organizational factors, chronic 
grievance or chronic discipline activity appeared to be a 
manifestation of individual dissatisfaction or inadaptation 
to the work situation. 
One job factor was independent of employee character¬ 
istics. This was the question of department size. The 
larger the department, the higher the absence, termination, 
grievance and accident rates. There were some conccmmitant 
factors such as production work and second shift. Neverthe¬ 
less, department size was a relatively independent factor in 
overall dysfunctional behavior. The question of organiza¬ 
tional department size and work group size has been ex¬ 
haustively studied. The concensus is that small work groups 
T"q 
Interviews with foremen and employees at General 
Motors yielded some 70 reasons for absence. See: Douglas 
N. Williams, "Absenteeism is AWOL at General Motors,” Iron 
Age (210) 1972, p. 32. 
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19 
are more effective. Most cf this work tempers the con¬ 
siderations in terms of a systems approach or avoiding the 
size issue as an absolute and specifying other contributory 
factors such as nature of the task, number of interdepen¬ 
dencies and group communications requirements. Neverthe¬ 
less , the findings of this study indicate that size is an 
overriding factor. This may be evidence to uphold tradi¬ 
tional managerial principles of span of control. Simply 
stated, there is a limit to the number of workers a super¬ 
visor can control not only from a production standpoint but 
also from the viewpoint of interpersonal relations. 
Of interest to academicians are a number of issues of 
theory and methodology in the study of worker behavior. 
The emergence of youth as a critical issue in production 
behavior upholds the idea of new cultural values of the 
coming post-industrial era. This suggests that research 
may need be shifted from specific aspects of the job and 
searches for correlates in social, personal and economic 
aspects to changes in the structure and context of jobs and 
20 
thus possible changes in motivation. 
In a manner similar to that of practitioners concern 
over causative agents, there has been a rather large concern . 
19 
One work reports some 250 individual studies upholding 
the effectiveness of small work groups. See Bernard L. Bass, 
Organizational Psychology (New York: Allyn and Bacon, 1965). 
2CLouis E. Davis, ,TJob Satisfaction Research: The Post 
Industrial View," Industrial Relations 10 (1971), 176-193. 
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for explanations of behavior rather than pragmatic means of 
modifying or accommodating behavior. Absence perhaps is 
the most seriously studied of all work performance data. 
Explanations range from the widely researched phenomenon of 
21 
job satisfaction, to a means of avoid job failure, to 
some kind of act of defiance by workers against a perceived 
persecutory system—an attempt to prolong work life by the 
respite of occasional absences without which workers would 
22 
become unable to carry on. While such explanatory argu¬ 
ments add to an overall understanding of behavior it has 
contributed little in terms of concrete corrective actions. 
Finally, there is the matter of conflicting or ambigu¬ 
ous findings among research and much of this may rest in 
the level of analysis. In the case of anonymous groups, 
findings concerning organizational and structural factors 
may be indicative of the impact of job related conditions. 
This is often not so when the individual is the unit for 
analysis. The underlying factor in the differences may 
rest in organizational factors as causative agents resulting 
in an overall increase (or decrease) in certain performance 
criteria. On the other hand, there still exist a segment of 
the work force who will perform poorly despite the work 
situation. 
o T 
John E. Miner, The Management of Ineffective Perform¬ 
ance (New York: McGraw Hill Book Co., 1963), p. 82. 
22E.L. Trist and K.W. Bamforth, "Some 
Social and Psychological Consequences of the Longwall Method 
of Coal Getting,” Human Relations, IV (1951), 6-38. 
CHAPTER VII 
SUMMARY 
The human resources of a work organization have long 
been recognized as a major factor if not the critical de¬ 
terminant in industrial productivity. The purpose of this 
study was to ascertain whether or not there exists a phen¬ 
omenon which might be termed a "marginal worker". One who 
consistently and frequently manifests inadaptation to the 
work place by chronic dysfunctional behavior. Dysfunc¬ 
tional behavior was specified as absence, termination, dis¬ 
ciplines, grievances and industrial accidents. The behav¬ 
iors were chosen because they are clear cut, relatively 
free from subjectivity and almost universally recognized 
as being of critical consequence to the organization. Ab¬ 
sence, turnover and accidents have long been recognized as 
important factors in work organizations both in dollar and 
human terms. Disciplines have received less attention 
despite the fact that dissatisfaction with disciplinary 
actions is the largest single occasion for arbitration.1 
Grievances are also costly in terms of poor labor-manage- 
Paul Pigors and.Charles A. Myers, Personnel Adminis¬ 
tration (7th ed.*, New York: McGraw-Hill Book Co., 1973), 
p. 323. 
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ment relations as well as dollar costs. 
Specific questions studied included whether or 
not there is such a thing as a "marginal worker" and if so 
how does this worker differ from other more satisfactory 
employees. 
♦ 
Methodology 
To investigate the question of the "marginal worker" 
a study was made of the records of 1635 workers in a light 
manufacturing firm in 1974. Data were gathered from organ¬ 
izational records and from unstructured interviews with 
company management. 
Four general hypotheses were used to investigate the 
existence of: 
1. Interrelationships among dysfunctional 
job behaviors. 
2. The relationship of chaotic work history 
to job performance. 
3. The relationship of job factors to job per¬ 
formance . 
4. The relationship of personal factors to 
job performance. 
2 
A single aerospace firm estimated the cost of griev¬ 
ances at $500,000 in a single year. See: Kenneth F. 
Schenkel, James E. DeV/ire and W.W. Ron an, "One in Every 
Crowd? The Chronic Grievant," Proceedings of the 81st An- 
nual Convention of the American Psychological Association, 
1973," p. 583. 
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Results 
Based on the data collected in this study, the follow¬ 
ing may be said: 
1. There are strong relationships between 
absence and termination. There is rea¬ 
son to believe that those who are chron¬ 
ically absent are also prone to disci¬ 
plines and grievances for reasons in 
addition to irregular attendance. Acci¬ 
dents and grievances, particularly the 
latter, were less amenable to this anal¬ 
ysis indicating possible separate factors 
underlying these two issues. 
2. There is no relationship between job his¬ 
tory and job performance, even when con¬ 
sidering workers who had little or no in¬ 
dustrial experience prior to employment. 
3. Production work, late shifts and high 
overtime contribute to dysfunctional work 
behavior. Overall, unit size appears to 
be the dominant organizational factor in 
performance. 
4. A number of personal variables are related 
to work behavior including marital status, 
migratory work behavior, police records, 
education tenure and ethnicity. The 
single determining factor was age which 
transcended both personal and job related 
variables. 
5. There is reason to believe that inter¬ 
viewer judgement plays a significant role 
in successful selection. 
6. Disciplines appear to be a unidimensional 
phenomena as far as the individual is 
concerned in that disciplines tend to 
cluster in individuals without regard 
to cause. 
7. Grievances also appear to be a unidimen- 
sicnal phenomenon in the same manner as 
disciplines. 
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8. Dysfunctional behaviors tend to cluster 
in a few and that these few account for 
the vast part of the organizations prob¬ 
lems as defined in the study. 
Implications 
The implications of this study in brief encompass the 
following: 
1. The emergence of the youthful worker as 
a factor in organizational unrest indi¬ 
cates need to accommodate changing value 
systems of a post-industrial era. 
2. In the case of minority groups, employ¬ 
ment opportunity alone is no panacea for 
social inequity at least in the short run. 
3. There is a case for reconsideration of 
traditional theories of limited span of 
control particularly in terms of work 
unit size. 
4. Disciplines and grievances being somewhat 
unidimensional in nature are amenable to 
individual corrective action. 
5. Differing levels of analysis produce 
quite different results in research of 
work behaviors thus conclusions must 
be tempered accordingly. 
Limits of the Study 
Being an ex post facto study, there are inherent limi¬ 
tations because there is no control over independent vari- 
•% 
ables. Inferences must be made without direct intervention 
on the part of the researcher. In addition to the inability 
to manipulate independent variables, there is the lack of 
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power to randomize and the risk of improper interpretation. 
Further, being a field study the variation of many variables 
is large particularly when compared to that of var¬ 
iables in laboratory experiments or even field experiments. On 
the positive side, being a field study it is strong in real- 
3 
ism and significance. 
As in the case of any field study, there was a rather 
large amount of missing data. A pairwise deletion of data 
was used in the statistical analysis. This procedure omitted 
a case from computation if the value of either of the two 
variables under consideration was missing. Thus a case is 
included in the computations for all cases for which it has 
complete data. Such a procedure has the advantage of using 
as much of the data as possible but also has the disadvan¬ 
tage of producing findings which are based on a different 
number of cases and even perhaps quite different subpopula¬ 
tions of the data. 
In addition to the methodological considerations, data 
are limited to a single work situation and therefore are 
limited in extension of the findings to industry in general. 
3 
Fred N. Kerlinger, Foundations of Behavioral Research 
(2d ed., New York: Holt, Rinehart 8 Winston, Inc. , 19 73), p. 33 0 . 
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Future Research 
VThile many of the findings in this study uphold prior 
research, there are a number of indications for further 
work along previously unexplored avenues. This study was 
of a general nature and concentrated in a single work or¬ 
ganization. It attempted to identify the patterns and na¬ 
ture of certain job behaviors. The findings indicate need 
for further in depth study of a number of specific issues. 
Disciplines appear to be unidimensional in nature, 
i.e. they tend to concentrate in a few workers irrespective 
of cause. Thus questions to be pursued include: (1) who 
is disciplined and how does this employee differ, if at 
all, from other employees? (2) is the disciplinee prone to 
other types of norm violating behavior either on or off the 
job? (3) what rules are broken most frequently? and (4) 
what is the role of organizational considerations such as 
supervisory span of control, leadership style, group rela¬ 
tionships and peer group considerations? 
Grievances were also found to be somewhat singular in 
that they were not randomly distributed across the work 
force. Yet, attempts to link grievance activity to indi¬ 
vidual variables were'almost entirely without result. On 
the other hand, there were indications of job factors in 
grievance activity. Questions for further inquiry into the 
nature and source of grievance activity include both exc- 
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genous and endogenous factors such as (1) the status and 
provisions of the collective bargaining agreement, (2) 
history of an individual’s union activity, (3) supervisory 
style, (4) prevailing economic conditions, and (5) differ¬ 
ences and similarities of grievance activity under union 
and nonunion conditions. Case studies would be of inter¬ 
est to include stewards in high and low grievance units and 
individual biographies of chronic grievants. 
There were indications that interviewer judgement plays 
an important role in successful selection. This type of 
research has yet to be carried out to any extent in a field 
situation. Further inquiry is indicated as to the nature 
and bases of the decision making process of interviewers. 
Department size as a determinant of job behavior has 
been previously reported in a number of works particularly 
in the job satisfaction literature. Further study of this 
phenomena is indicated to include inquiry into underlying 
factors such as span of control, depersonalization, attach¬ 
ment to the work place, group cohesion and work interde¬ 
pendencies . 
The question of work adjustment as some manifestation 
of life accommodation is of issue both from an organiza- 
tional and social standpoint. In this study, migratory work behavior 
had some effect on performance but it was record of de¬ 
linquency which was the clearest of all indicators of poor 
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work performance in terms of life accommodation patterns. 
A number of measures of life inadaptation are open for the 
researcher such as history of imprisonment, lengthy periods 
of unemployment, history of alcoholism or drug abuse, use 
of public assistance and history of family disruptions. 
Finally, there is the question of the identification 
and study of the "marginal” or "difficult" employee. 
Paretofs Law of Maldistribution has been documented in a 
number of works, yet little work has been done in terms of 
definition of such an individual and investigation of the 
determinants of such behavior to provide means of remedying 
or coping with those who are unable to conform to the de¬ 
mands of industrial life. 
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TABLE B.l 
NUMERICAL BASE FOR CLASSIFICATION 
OF CONTINGENCY TABLES 
Category 
None Very 
low 
Low Medium High 
Departmental data: 
Absence - — 0- • o
 
C
n i 
L
O
 
o
 • .2 .2-1 
Turnover 0 - 0- .05 - .05-1 
Grievances 0 — 0- .08 - 
H
 1 
C
O
 
o
 • 
Accidents 0 — - — 0-1 
Individual data: 
All absence-severity - 
C
M
 
o
 • 1 
O
 
1 
C
M
 
o
 • .05 • o
 
tn
 
1 .1 .1-1 
All absence-incidence - - 0- .02 .02- .1 .1-1 
All subcategories of 
absence-severity 
and incidence 0- .02 i 
C
M
 
O
 • .1 .1-1 
Disciplines 0 - 0- .015 - .015-1 
Grievances 0 - 0- .015 - .015-1 
Accidents 0 0- .015 — .015-1 
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TABLE C.l 
ANALYSIS OF DEPARTMENTAL ABSENCE RATES 
IN SERVICE AND PRODUCTION DEPARTMENTS 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Activity 
Absence rate 
Total Low Medium High 
Production 126 199 12 337 
(37.4) (59.0) ( 3.6) (62.4) 
(64.3) (70.8) (44.4) 
Service 106 82 15 203 
(52.2) (40.4) ( 7.4) (37.6) 
(45.7) (29.2) (55.6) 
Total 232 281 27 540 
(43.0) (52.0) ( 5.0) 
Chi Square 
d.f. 
Probability 
18.67 
2 
.0001 
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TABLE C.2 
ANALYSIS OF DEPARTMENTAL ABSENCE 
IN THREE DIVISIONS OF A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Division 
Absence rate 
Low Medium High Total 
Div 1 45 65 4 114 
(39.5) (57.0) ( 3.5) (21.1) 
(19.4) (23.1) (14.8) 
Div 2 86 135 8 229 
(37.5) (59.0) ( 3.5) (42.4) 
(37.1) (48.1) (29.6) 
Div 3 101 81 15 197 
(51.3) (41.1) ( 7.6) (36.5) 
(43.5) (28.8) (55.6) 
Total 232 281 27 540 
(43.0) (52.0) ( 5.0) 
Chi Square 
d.f. 
Probability 
Corrected scores: 
= 16.45 8.85 
= 4 2 
= .0025 .0120 
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TABLE C. 3 
ANALYSIS OF DEPARTMENTAL ABSENCE RATES 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
BY UNIT SIZE 
(January - June 1974) 
Count 
(Row %) Absence 
(Col %) 
Dept, size Low Medium High Total 
Small 128 
(50.2) 
(55.2) 
107 
(42.0) 
(38.1) 
20 
( 7.8) 
(74.1) 
255 
(47.2) 
Medium 87 
(45.3) 
(37.5) 
99 
(51.6) 
(35.2) 
6 
( 3.1) 
(22.2) 
192 
(35.6) 
Large 17 
(18.3) 
( 7.3) 
75 
(80.6) 
(26.7) 
1 
( 1.1) 
( 3.7) 
93 
(17.2) 
Totals 232 
(43.0) 
281 
(52.0) 
27 
( 5.0) 
540 
Chi Square 
d.f. 
Probability 
= 44.49 
= 4 
= .0000 
Corrected score: 
18.63 
2 
. 0000 
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TABLE C. 4 
ANALYSIS OF DEPARTMENTAL ABSENCE RATES BY SHIFT3- 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
Absence rate 
{.UOl 
Shift Low Medium High Total 
Day 150 19 5 11 356 
(42.1) (54.8) ( 3.1) (67.4) 
(67.0) (70.4) (40.7) 
Evening 74 82 16 172 
(43.0) (47.7) ( 9.3) (32.6) 
(33.0) (29.6) (59.3) 
Totals 224 277 27 528 
(42.4) (52.5) ( 5.1) 
Chi Square = 9 .89 
d.f. = 2 
Probability ** • 0071 
aExcludes the night shift which had insufficient 
observations to include in the analysis • 
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TABLE C.5 
ANALYSIS OF ABSENCE BY JOB TYPEa 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Job type 
Absence rates 
Very 
low Low Medium High Total 
Production 443 
(42.3) 
(67.1) 
241 
(23.0) 
(70.1) 
180 
(17.2) 
(81.8) 
183 
(17.5) 
(76.9) 
1047 
(71.6) 
Service 218 
(52.4) 
(32.9) 
103 
(24.8) 
(29.9) 
40 
( 9.6) 
(18.2) 
55 
(13.2) 
(23.1) 
416 
(28.4) 
Total 661 
(45.2) 
344 
(23.5) 
220 
(15.0) 
238 
(16.3) 
1463 
Chi Square 
d. f. 
Probability 
21.65 
3 
. 0001 
aIncludes all absences. The relationship holds for 
days lost in the unexcused category but for no other 
subcategories of absence. 
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TABLE C.6 
ANALYSIS OF ABSENCE INCIDENCE BY JOB TYPEa 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Absence rates 
(Col %) 
Job type Low Medium High Total 
Production 599 414 34 1047 
(57.2) (39.5) ( 3.3) (71.6) 
(67.4) (77.7) (82.9) 
Service 290 119 7 416 
(69.7) (28.6) ( 1.7) (28.4) 
(32.6) (22.3) (17.1) 
Total 889 533 41 1463 
(60.8) (36.4) ( 2.8) 
Chi Square 
d.f. 
Probability 
20.02 
2 
. 0001 
3 
Includes all incidences of absence. The significance 
does not hold for any subcategory of absence incidence 
by cause. 
217 
TABLE C.7 
ANALYSIS OF ABSENCE BY METHOD OF PAYa 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col%) 
Pay method 
Absence rate 
Very 
low Low Medium High Total 
Incentive 352 
(41.1) 
(53.3) 
196 
(22.9) 
(57.1) 
155 
(18.1) 
(70.5) 
154 
(18.0) 
(65.0) 
857 
(58.7) 
Day rates 309 
(51.2) 
(46.7) 
147 
(24.3) 
(42.9) 
65 
(10.8) 
(29.5) 
83 
(13.7) 
(35.0) 
604 
(41.3) 
Total 661 
(45.2) 
343 
(23.5) 
220 
(15.1) 
237 
(16.2) 
1461 
Chi Square = 24.82 
d.f. = 3 
Probability = .0000 
aIncludes all days lost due to absence. The same 
findings held for days lost due to unexcused absence 
but not for any other category. 
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TABLE C. 8 
ANALYSIS OF ABSENCE BY METHOD OF PAYa 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Absence incidence rate 
(Col %) 
Pay method Low Medium High Total 
Incentive 486 339 32 857 
(56.7) (39.6) ( 3.7) (58.7) 
(54.7) (63.8) (78.0) 
Day rates 403 192 9 604 
(66.7) (31.8) ( 1.5) (41.3) 
(45.3) (36.2) (22.0) 
Total 889 531 41 1461 
(60.8) (36.3) ( 2.8) 
Chi Square 
d.f. 
Probability 
18.08 
2 
.0001 
a ' 
Includes all incidences of absence. Findings hold 
for incidences of unexcused absence but not for any 
other category. 
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TABLE C.9 
ANALYSIS OF IMPACT OF DEPARTMENT SIZE ON 
ABSENCE RATES AMONG HOURLY PAID EMPLOYEES3- 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Absence rate 
(Col %) 
Dept, size Low Medium High Total 
Small 165 30 6 201 
(82.1) (14.9) ( 3.0) (13.6) 
(13.9) (12.2) (15.0) 
Medium 686 114 18 818 
(83.9) (13.9) ( 2.2) (55.5) 
(57.7) (46.5) (45.0) 
Large 337 101 16 454 
(74.2) (22.2) ( 3.5) (30.8) 
(28.4) (41.2) (40.0) 
Total 955 377 141 1473 
(64.8) (25.6) ( 9.6) 
Chi Square 
d. f. 
Probability 
14.49 
4 
. 0059 
aIncludes all days lost to unexcused absence. Significance 
holds for incidence of unexcused absence but does not hold 
for absence as a whole or any other subcategory of absence.. 
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TABLE C.10 
ANALYSIS OF UNEXCUSED ABSENCE3- BY JOB CLASSIFICATION13 AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row%) 
(Col%) 
Job classification 
Absence rates 
Low Medium High Total 
1 61 8 0 69 
(88.4) (11.6) ( 0 ) ( 4.7) 
( 5.2) ( 3.3) ( 0 ) 
2 132 25 1 158 
(83.5) (15.8) ( .6) (10.8) 
.. (11.2) (10.3) ( 2.5) 
3 62 6 1 69 
(83.9) ( 8.7) ( 1.4) ( 4.7) 
( 5.3) ( 2.5) ( 2.5) 
4 83 15 0 98 
(84.7) (15.3) ( 0 ) ( 6.7) 
(7.0) ( 6.2) ( 0 ) 
5 74 25 3 102 
(72.5) (24.5) ( 2.9) ( 7.0) 
( 6.3) (10.3) ( 7.5) 
6 85 5 1 91 
(93.4) ( 5.5) ( 1.1) ( 6.2) 
( 7.2) ( 2.1) ( 2.5) 
7 126 36 4 166 
(75.9) (21.7) ( 2.4) (11.3) 
(10.7) (14.8) (10.0) 
8 160 38 10 208 
(76.3) (18.3) ( 4.8) (14.2) 
(13.6) (15.6) (2 5.0) 
9 397 85 20 502 
(79.1) (16.9) ( 4.0) (34.3) 
(33.6) (35.0) (50.0) 
Total 1180 243 40 1463 
(80.7) (16.6) ( 2.7) 
Chi Square = 37.25 Corrected ; scores: 27.11 
d.f. =16 8 
Probability = .0019 .0007 
aTable includes only absence severity*, however the same trends 
held for absence incidence in this unexcused class. For 
brevity, only the severity data are reported. 
kjob classifications are inversely related to pay levels. 
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TABLE C.ll 
ANALYSIS OF ABSENCE* BY JOB CATEGORY AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
Absence rates 
(Col %) 
Job Category 
Very 
low Low Medium High Totals 
Office and 27 16 5 6 54 
clerical (50.0) 
( 4.1) 
(29.6) 
( 4.7) 
( 9.3) 
( 2.3) 
(li.D 
( 2.6) 
( 3.7) 
Craftsmen 168 
(52.8) 
(25.4) 
75 
(23.6) • 
(22.1) 
35 
(11.0) 
(15.8) 
40 
(12.6) 
(17.2) 
318 
(21.9) 
Operatives 431 
(42.8) 
(65.2) 
227 
(22.5) 
(67.0) 
175 
(17.4) 
(79.2) 
174 
(17.3) 
(75.0) 
1007 
(69.3) 
Laborers 35 
(47.3) 
( 5.3) 
21 
(28.4) 
( 6.2) 
6 
( 8.1) 
( 2.7) 
12 
(16.2) 
( 5.2) 
74 
( 5.1) 
Totals 661 
(45.5) 
339 
(23.3) 
221 
(15.2) 
232 
(16.0) 
1453 
Chi Square 
d.f. 
Probability 
22.36 
9 
. 0078 
Significance holds for absence incidence as well. Both 
are attributable in good part but not entirely to unex¬ 
cused absence. 
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TABLE C.12 
ANALYSIS OF DEPARTMENTAL TURNOVER IN PRODUCTION 
AND SERVICE DEPARTMENTS IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Turnover rate 
(Col %) 
Activity None Low High Total 
Production 274 37 26 337 
(81.3) (11.0) ( 7.7) (62.4) 
(58.8) (88.1) (81.3) 
Service 192 5 6 203 
(94.6) ( 2.5) ( 3.0) (37.6) 
(41.2) (11.9) (18.8) 
Total 466 42 32 540 
(86.3) ( 7.8) ( 5.9) 
Chi Square 
d.f. 
Probability 
19.24 
2 
. 0001 
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TABLE C.13 
ANALYSIS OF DEPARTMENTAL TURNOVER RATES IN THREE 
DIVISIONS OF A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Turnover rates 
(Col %) 
Division None Low High Total 
Div 1 104 6 4 114 
(91.2) ( 5.3) ( 3.5) (21.1) 
(22.3) (14.3) (12.5) 
Div 2 176 31 22 229 
(76.9) (13.5) ( 9.6) (42.4) 
(37.8) (73.8) (68.8) 
Div 3 186 5 6 197 
(94.4) ( 2.5) ( 3.0) (36.5) 
(39.9) (11.9) (18.8) 
Totals 466 42 32 540 
(86.3) ( 7.8) ( 5.9) 
Corrected score • • 
Chi Square = 30.96 30 .59 
d.f. = 4 2 
Probability = .0000 . 0000 
224 
TABLE C. 14 
ANALYSIS OF DEPARTMENTAL TURNOVER RATES IN A NEW 
ENGLAND LIGHT MANUFACTURING FIRM BY*UNIT SIZE 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Turnover rate 
Dept, size None Low High Total 
Small 246 0 9 255 
(96.5) ( 0 ) ( 3.5) (47.2) 
(52.8) ( 0 ) (28.1) 
Medium 159 15 18 192 
(82.8) ( 7.8) ( 9.4) (35.6) 
(34.1) (35.7) (56.3) 
Large 61 27 5 93 
(65.6) (29.0) ( 5.4) (17.2) 
(13.1) (64.3) (15.6) 
Total 466 42 32 540 
(86.3) ( 7.8) ( 5.9) 
Chi Square = 88.17 
d.f. = 4 
Probability = .0000 
Corrected scores: 
57.71 
2 
. 0000 
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TABLE C.15 
ANALYSIS OF DEPARTMENTAL TURNOVER RATES BY SHIFT3 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Turnover rates 
(Col %) 
Shift None Low High Total 
Day 307 36 13 356 
(86.2) (10.1) ( 3.7) (67.4) 
(67.6) (85.7) (40.6) 
Evening 147 6 19 172 
(85.5) ( 3.5) (11.0) (32.6) 
(32.4) (14.3) (59.4) 
Total 454 42 32 528 
(86.0) ( 8.0) ( 6.1) 
Chi Square 
d. f. 
Probability 
16.87 
2 
. 0002 
aExcludes the night shift which has insufficient 
observations to include in the analysis. 
226 
TABLE C.16 
ANALYSIS OF TERMINATION AND RETENTION3- AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Manufacturing 
division Retainee Terminee Total 
Div 1 274 17 291 
(94.2) ( 5.8) (18.5) 
(18.6) (16.2) 
Div 2 880 78 958 
(91.9) ( 8.1) (60.8) 
(59.8) (74.3) 
Div 3 317 10 327 
(96.9) ( 3.1) (20.7) 
(21.5) ( 9.5) 
Total 1471 105 1576 
(93.3) ( 6.7) 
Chi Square = 10.52 
d.f. = 2 
Probability = .0052 
aThe category of ’'terminee” includes only discharges 
and resignations; therefore, those who left the 
organization by retirement or death were excluded 
from the analysis. 
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TABLE C.17 
ANALYSIS OF TERMINATION AND RETENTION BY SHIFTa 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Shift Retainee Terminee Total 
Day 1207 67 1274 
(94.7) ( 5.3) (81.0) 
(82.3) (63.2) 
Evening 260 39 299 
(87.0) (13.0) (19.0) 
(17.7) (36.8) 
Total 1467 106 1573 
(93.3) ( 6.7) 
Chi Square = 22.13 
d. f. = 1 
Probability = .0000 
aExcludes the night shift which is too small to be 
included in the analysis. 
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TABLE C.18 
ANALYSIS OF TERMINATION AND RETENTION BY METHOD 
OF PAY AMONG HOURLY PAID EMPLOYEES IN A NEV7 ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Retainee Terminee Total 
Incentive 833 81 914 
(91.1) ( 8.9) (58.4) 
(57.1) (77.1) 
Day rates 626 24 650 
(96.3) ( 3.7) (41.6) 
(42.9) (22.9) 
Totals 1459 105 1564 
(93.3) ( 6.7) 
Chi Square 
d.f. 
Probability 
15.40 
1 
. 0001 
229 
TABLE C.19 
ANALYSIS OF TERMINATION BY JOB CLASSIFICATION*AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Job classification Retainee Terminee Total 
1 72 1 73 
(98.6) 
( 4.9) 
( 1.4) 
( .9) 
( 4.7) 
2 158 0 158 
(100.0) 
( 10.8) 
( 0) 
( 0) 
(10.1) 
3 73 2 75 
(97.3) ( 2.7) ( 4.8) 
( 5.0) ( l.y) 
104 4 101 3 
(97.1) 
( 6.9) 
( 2.9) 
( 2.9) 
( 6.6) 
5 102 5 107 
(95.3) 
( 7.0) 
( 4.7) 
( 4.8) 
( 6.8) 
6 94 1 95 
(98.9) 
( 6.4) 
( 1.1) 
( .9) 
( 6.1) 
7 173 9 182 
(95.1) 
(11.8) 
( 4.9) 
( 8.6) 
(11.6) 
8 209 11 220 
(95.0) 
(14.3) 
( 5.0) 
(10.5) 
(14.0) 
9 479 73 552 
(86.8) 
(32.8) 
(13.2) 
(69.5) 
(35.2) 
Total 1461 
(93.3) 
105 
( 6.7) 
1566 
Chi Square=64.05 
d.f. = 8 
Probability = .0000 
aJob classifications are inversely related to pay levels. 
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TABLE C.20 
ANALYSIS OF TERMINATION AND RETENTION BY JOB CATEGORY 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Retainees Terminees Totals 
Office and 
Clerical 58 
(95.1) 
( 4.0) 
3 
( 4.9) 
( 2.9) 
61 
( 3.9) 
Craftsmen 324 
(98.5) 
(22.3) 
5 
( 1.5) 
( 4.8) 
329 
(21.1) 
Operatives 994 
(91.5) 
(68.5) 
92 
( 8.5) 
(87.6) 
1086 
(69.8) 
Laborers 75 
(93.8) 
( 5.2) 
5 
( 6.3) 
( 4.8) 
80 
( 5.1) . 
Totals 1451 
(93.3) 
105 
( 6.7) 
1556 
Chi Square 
d. f. 
Probability 
= 19.77 
= 3 
= .0002 
Corrected scores:a 
19.24 
2 
. 0000 
aExcludes Office and Clerical 
workers. 
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TABLE C.21 
ANALYSIS OF PRODUCTION DISCIPLINES3, BY SHIFTb AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND LIGHT 
MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Shift 
Discipline rates 
None Low High Total 
Day 1122 
(95.1) 
(81.4) 
48 
( 4.1) 
(69.6) 
10 
( .8) 
(50.0) 
1180 
(80.4) 
Evening 256 
(89.2) 
(18.6) 
21 
( 7.3) 
(30.4) 
10 
( 3.5) 
(50.0) 
287 
(19.6) 
Total 1378 
(93.9) 
69 
( 4.7) 
20 
( 1.4) 
1467 
Chi Square = 17.81 
d.f. = 2 
Probability = .0001 
aThere were significant differences for disciplines as a 
whole; however, this could be traced to production disci¬ 
plines and not the other two categories of discipline. 
^Excludes the night shift which was too small to include 
in the analysis. 
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TABLE C.22 
ANALYSIS OF INDUSTRIAL DISCIPLINES61 BY JOB CATEGORY 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) Discipline rate 
Job category None Low High Total 
Office and Clerical 47 4 4 55 
(85.5) ( 7.3) ( 7.3) ( 3.8) 
( 3.3) (10.8) (30.8) 
Craftsmen 311 6 1 318 
(97.8) ( 1.9) ( .3) (21.9) 
(22.2) (16.2) ( 7.7) 
Operatives 973 25 8 1006 
(96.7) ( 2.5) ( .8) (69.2) 
(69.4) (67.6) (61.5) 
Laborers 72 2 0 74 
(97.3) ( 2.7) ( 0 ) ( 5.1) 
( 5.1) ( 5.4) ( 0 ) 
Total 1403 37 13 1453 
(96.6) ( 2.5) ( .9) 
Chi Square = 3 3.13b 
d.f. = 6 
Probability = .0000 
aExcludes disciplines arising from excessive absence or 
inability to meet production requirements ' • 
^Insufficient 
• 
cell frequencies to allow a corrected score. 
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TABLE C.2 3 
ANALYSIS OF DEPARTMENTAL GRIEVANCE RATES3- IN 
PRODUCTION AND SERVICE DEPARTMENTS IN 
A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Grievance rates 
None Low High Total 
Production 266 
(78.9) 
(59.9) 
47 
(13.9) 
(81.0) 
24 
( 7.1) 
(63.1) 
337 
(62.4) 
Service 178 
(87.7) 
(40.1) 
11 
( 5.4) 
(19.0) 
14 
( 6.9) 
(36.8) 
203 
(37.6) 
Totals 444 
(82.2) 
58 
(10.7) 
38 
( 7.0) 
540 
Chi Square 
d. f. 
Probability 
9.77 
2 
.0076 
Significance holds for disciplinary grievances but does 
not hold for nondisciplinary grievances. 
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TABLE C.24 
ANALYSIS OF DEPARTMENTAL GRIEVANCE RATESa IN 
THREE DIVISIONS OF A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Division 
Grievance rate 
None Low High Total 
Div. 1 103 
(90.4) 
(23.2) 
6 
( 5.3) 
(10.3) 
5 
( 4.4) 
(13.2) 
114 
(21.1) 
Div. 2 169 
(73.8) 
(38.1) 
41 
(17.9) 
(70.7) 
19 
( 8.3) 
(50.0) 
229 
(42.4) 
Div. 3 172 
(87.3) 
(38.7) 
11 
( 5.6) 
(19.0) 
14 
( 7.1) 
(36.8) 
197 
(36.5) 
Totals 444 
(82.2) 
58 
(10.7) 
38 
( 7.0) 
540 . 
Chi Square 
d.f. 
Probability 
14.17 
4 
.0001 
aSignificance holds when grievances are subcategorized 
into disciplinary and all others. 
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TABLE C.25 
ANALYSIS OF DEPARTMENTAL GRIEVANCE RATES3- BY SHIFTb 
IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count Grievance rates 
(Row %) 
(Col 
Shift None Low High Total 
Day 298 41 17 356 
(83.7) (11.5) ( 4.8) (67.4) 
(69.0) (70.7) (44.7) 
Evening 134 17 21 172 
(77.9) ( 9.9) (12.2) (32.6) 
(31.0) (29.3) (55.3) 
Totals 432 58 38 528 
(81.8) (11.0) ( 7.2) 
Chi Square 
d.f. 
Probability 
= 9.66 
= 2 
= .0080 
Significance does not hold for subcategories of disciplinary 
and nondisciplinary grievances. 
^Excludes the night shift which has insufficient observations 
to include in the analysis. 
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TABLE C.26 
ANALYSIS OF DEPARTMENTAL GRIEVANCE RATES3- IN A 
NEW ENGLAND LIGHT MANUFACTURING FIRM 
BY UNIT SIZE 
(January - June 1974) 
Count 
(Row %) Grievance rate 
(Col %) 
Dept, size None Low High Total 
Small 232 0 23 255 
(91.0) ( o ) ( 9.0) (47.1) 
(52.3) ( 0 ) (60.5) 
Medium 161 19 12 192 
(83.9) ( 9.9) ( 6.3) (35.6) 
(36.3) (32.8) (31.6) 
Large 51 
(54.8) 
39 
(41.9) 
3 
( 3.2) 
93 
(17.2) 
(11.5) (67.2) ( 7.9) 
Totals 444 58 38 540 
(82.2) (10.7) ( 7.0) 
Chi Square 
d.f. 
Probability 
126.21 
4 
0 
Significance holds for subcategories of disciplinary and 
non-disciplinary grievances. 
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TABLE C.2 7 
ANALYSIS OF NON-DISCIPLINARY GRIEVANCE SUBMISSION AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND LIGHT MANUFACTUR¬ 
ING FIRM (January - June 1974) 
Count 
(Row %) 
(Col %) 
Division 
Grievance rate 
Low Medium High Total 
Requests for time study 
Div. 1 301 0 0 301 
(100.0) ( 0 ) ( 0 ) (18.5) 
(18.8) ( 0 ) ( 0 ) 
Div. 2 961 24 2 987 
(97.4) ( 2.4) ( .2) (60.6) 
(59.9) (96.0) (100.0) 
Div. 3 341 1 0 342 
(99.7) ( .3) ( 0 ) (21.0) 
(21.3) ( 4.0) ( 0 ) 
Totals 1603 25 2 1630 
(98.3) ( 1.5) ( .1) 
Other non-disciplinary 
grievances 
Div. 1 292 9 0 301 
(97.0) ( 3.0) ( o ) (18.5) 
(18.9) (13.0) ( o ) 
Div. 2 944 34 9 987 
(95.6) ( 3.4) ( .9) (60.6) 
(61.0) (49.3) (69.2) 
Div. 3 312 26 4 342 
(91.2) ( 7.6) ( 1.2) (21.0) 
(20.2) (37.7) (30.8) 
Totals 1548 69 13 1630 
(95.0) ( 4.2) ( .8) 
Time Study Requests Other nondisciplinary 
grievances 
Chi Square = 14.78 15.56 
d. f. = 4 4 
Probability = .0052 .0037 
Corrected scores: 
Chi Square = 13.56 
d. f. =2 
Probability = .0011 
Insufficient numbers to 
combine cells 
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TABLE C. 28 
ANALYSIS OF NONDISCIPLINARY GRIEVANCESa BY JOB CATEGORY 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Grievance rates 
None Low High Total 
Office and 
Clerical 
53 
(86.9) 
( 3.5) 
5 
( 8.2) 
( 7.4) 
3 
( 4.9) 
(25.0) 
61 
( 3.8) 
Craftsmen 334 
(96.8) 
(21.9) 
10 
( 2.9) 
(14.7) 
i 
( .3) 
( 8.3) 
345 
(21.5) 
Operatives 1058 
(94.9) 
(69.2) 
49 
( 4.4) 
(72.1) 
8 
( .7) 
(66.7) 
1115 
(69.3) 
Laborers 83 
(95.4) 
( 5.4) 
4 
( 4.6) 
( 5.9) 
0 
( 0 ) 
( 0 ) 
87 
( 5.4) 
Totals 1528 
(95.0) 
68 
( 4.2) 
12 
( .7) 
1608 
Chi Square*5 = 20.21 
d.f. = 6 
Probability = .0025 
aExcludes requests for time study. Significance does not 
hold for grievance submission overall or for any other 
category. 
^Insufficient frequencies to combine cells. 
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TABLE C.29 
ANALYSIS OF DEPARTMENTAL ACCIDENT RATES IN 
PRODUCTION AND SERVICE DEPARTMENTS IN 
A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Activity 
Accident 
None 
rate 
One or 
more Total 
Production 278 59 337 
(82.5) (17.5) (62.4) 
(59.7) (79.7) 
Service 188 15 203 
(92.6) ( 7.4) (37.6) 
(40.3) (20.3) 
Total 466 74 540 
(86.3) (13.7) 
Chi Square 
d.f. 
Probability 
= 10.13 
= 1 
= .0015 
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TABLE C. 30 
ANALYSIS OF DEPARTMENTAL ACCIDENT RATES IN 
A NEW ENGLAND LIGHT MANUFACTURING FIRM 
BY UNIT SIZE 
(January - June 1974) 
Count 
(Row %) Accident 
rate 
(Col %) One or 
Dept, size None more Total 
Small 242 13 255 
(94.9) ( 5.1) (47.2) 
(51.9) (17.6) 
Medium 161 31 192 
(83.9) (16.1) (36.6) 
(34.5) (41.9) 
Large 63 30 93 
(67.7) (32.3) (17.2) 
(13.5) (40.5) 
Totals 466 74 540 
(86.3) (13.7) 
Chi Square 
d. f. 
Probability 
44.01 
2 
.0000 
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TABLE C.31 
ANALYSIS OF ACCIDENT RATES BY SHIFT AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
Accident rate 
None Low High Total 
Day 1254 61 3 1318 
(95.1) ( 4.6) ( .2) (81.1) 
(82.0) (67.3) (50.0) 
Evening 275 29 3 307 
(89.6) ( 9.4) ( 1.0) (18.9) 
(18.0) (32.2) (50.0) 
Total 1529 90 6 1625 
(94.1) ( 5.5) ( .4) 
Corrected scores: 
Chi Square = 15.05 12. 42 
d.f. = 2 1 
Probability = .0005 .0004 
(Row %) 
(Col %) 
Shift 
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TABLE C. 32 
ANALYSIS OF OVERALL JOB PERFORMANCE AMONG HOURLY 
PAID EMPLOYEES IN A NEW 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
ENGLAND b 
BY SHIFT 
Count 
(Row %) 
(Col %) 
Shift 
Overall Job Performance 
(Score) 
Very 
Excellent Good Fair Poor Poor Total 
(0) (1) (2) (3) (4) 
Day 618 396 128 29 3 1174 
(52.6) (33.7) (10.9) ( 2.5) ( .3) (80.5) 
(83.2) (79.5) (73.1) (82.9) (42.9) 
Evening 125 102 47 6 4 284 
(44.0) (35.9) (16.5) ( 2.1) ( 1.4) (19.5) 
(16.8) (20.5) (26.9) (17.1) (57.1) 
Total 743 498 175 35 7 1458 
(51.0) (34.2) (12.0) ( 2.4) ( .5) 
Corrected score: 
Chi Square — 16.19 10. 22 
d.f. — 4 3 
Probability - . 0028 .0011 
aSee Chapter V for an explanation of job performance categories. 
^Excludes the night shift which has insufficient numbers 
to be included in the analysis. 
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TABLE C.33 
ANALYSIS OF OVERALL JOB PERFORMANCE3- BY PAY METHOD 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count Overall Job Performance 
(Row %) (Score) 
(Col %) 
Pay Excellent 
method (0) 
Good 
(1) 
Fair 
(2) 
Poor 
(3) 
Very 
Poor 
(4) 
Total 
Incentive 406 297 121 24 4 852 
(47.7) (34.9) (14.2) ( 2.8) • 5) (58.7) 
(54.7) (60.5) (69.1) (66.7) (57 .1) 
Day rates 336 194 54 12 3 599 
(56.1) (32.4) ( 9.0) ( 2.0) ( .5) (41.3) 
(45.3) (39.5) (30.9) (33.3) (42 .9) 
Totals 742 491 175 36 7 1451 
(51.1) (33.8) (12.1) ( 2.5) ( .5) 
Chi Square 
d.f. 
Probability 
- 
14.33 
4 
.0063 
Corrected 
14.44 
3 
.0096 
score 
aSee Chapter V for an explanation of job performance 
categories. 
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TABLE C. 34 
ANALYSIS OF OVERALL JOB PERFORMANCE* BY JOB 
CATEGORY AMONG HOURLY PAID EMPLOYEES IN 
A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
Overall Job Performance 
(Score) 
(Col %) 
Job 
category 
Excellent 
(0) 
Good 
(1) 
Fair 
(2) 
Poor 
(3) 
Very 
Poor 
(4) 
Total 
Office S 
Clerical 
31 
(58.S) 
( 4.2) 
14 
(26.4) 
( 2.9) 
8 
(15.1) 
( 4.7) 
0 
( 0 ) 
( 0 ) 
0 
( 0 ) 
( 0 ) 
53 
( 3.7) 
Craftsmen 193 
(60.9) 
(26.2) 
q o 
(30.9) 
(20.0) 
21 
( 6.6) 
(12.2) 
4 
( 1.3) 
(11.4) 
1 
( .3) 
(14.3) 
317 
(22.0) 
Operatives 472 
(47.4) 
(64.0) 
351 
(35.2) 
(71.8) 
138 
(13.8) 
(80.2) 
30 
( 3.0) 
(85.7) 
5 
( .5) 
(71.4) 
996 
(69.2) 
Laborers 41 
(55.4) 
( 5.6) 
26 
(35.1) 
( 5.3) 
5 
( 6.8) 
( 2.9) 
1 
( 1.4) 
( 2.9) 
1 
( 1.4) 
(14.3) 
74 
( 5.1) 
Totals 737 
(51.2) 
489 
(34.0) 
172 
(11.9) 
35 
( 2.4) 
7 
( .5) 
1440 
Chi Square 
d.f. 
Probability 
Corrected score: 
30.78 27.66 
12 6 
.0021 <.001 
aSee Chapter V for an explanation of job performance 
categories. 
appendix d 
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TABLE D.l 
ANALYSIS OF DAYS LOST DUE TO ILLNESS3, BY SEX AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Absence rate 
Low Medium High Total 
Men 787 298 91 1176 
(66.9) (25.3) ( 7.7) (79.6) 
(82.2). (78.6) (64.5) 
Women 171 81 50 302 
(56.6) (26.8) (16.6) (20.4) 
(17.8) (21.4) (35.5) 
Total 958 379 141 1478 
(64.8) (25.6) ( 9.5) 
Chi Square = 23.99 
d.f. = 3 
Probability = .0000 
a0n the overall women lost more days than men and this 
could be traced to days lost as a result of illness; 
however no such differences could be found in sickness 
absence incidence or in any other measure of absence 
whether by category or by incidence or severity. 
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TABLE D.2 
ANALYSIS OF UNEXCUSED ABSENCE* AMONG MALE 
EMPLOYEES BY MARITAL STATUS AMONG HOURLY PAID 
EMPLOYEES IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Absence rates 
Marital 
status Low Medium High Total 
Single 183 
(72.0) 
(21.0) 
56 
(22.0) 
(31.5) 
15 
( 5.9) 
(55.6) 
254 
(23.6) 
Married 690 
(83.7) 
( 79.0) 
122 
(14.8) 
(68.5) 
12 
( 1.5) 
(44.4) 
824 
(76.4) 
Total 873 
(81.0) 
178 
(16.5) 
27 
( 2.5) 
1078 
Chi Square 
d.f. 
Probability 
24.79 
2 
. 0000 
Significant differences held for overall absence severity 
and incidence and these differences were attributable to 
the unexcused category of absence. Significance held also 
for the incidence of unexcused absence. 
^Excludes divorced, widowed and separated personnel. 
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TABLE D.3 
ANALYSIS OF ABSENCE3- BY RECORD OF DELINQUENCY 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
No. of 
convictions 
Absence rate 
Low Medium High Total 
None 738 
(61.9) 
(92.6) 
424 
(35.5) 
(88.0) 
31 
( 2.6) 
(86.1) 
1193 
(90.7) 
One or more 59 
(48.4) 
( 7.4) 
58 
(47.5) 
(12.0) 
5 
( 4.1) 
(13.9) 
122 
( 9.3) 
Totals 797 
(60.6) 
482 
(36.7) 
36 
( 2.7) 
1315 
Chi Square 
d.f. 
Probability 
= 8.58 
= 2 
= .0137 
Corrected Score: 
8.45 
1 
<.01 
aHolds for overall absence incidence only and cannot 
be attributed to any subcategory of absence. Signifi¬ 
cance for absence severity does not hold. 
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TABLE D.4 
ANALYSIS OF UNEXCUSED ABSENCE3- AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND LIGHT MANUFACTURING FIRM 
BY MIGRATORY WORK BEHAVIOR 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Place of residence 
prior to employment 
« 
Absence rate 
Total Low Medium High 
Out of state 155 42 0 197 
(78.7) (21.3) ( 0 ) (13.7) 
• 
(12.9) (19.4) ( 0 ) 
In state 1045 175 16 1236 
(84.5) (14.2) ( 1.3) (86.3) 
(87.1) (80.6) (100.0) 
Totals 1200 217 16 1433 
(87.7) (15.1) ( 1.1) 
Corrected score: 
Chi Square = 9 • o
 
o
 
4.96 
d.f. = 2 1 
Probability = 0111 <.05>.01 
aHolds only for incidence of unexcused absence. Does not 
hold for total days lost due to unexcused absence or any 
overall or other category of absence by days lost or 
incidence. 
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TABLE D.5 
ANALYSIS OF ABSENCE3- BY PLACE OF BIRTH AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Absence rates 
Place of 
birth 
Very 
low Low Medium High Total 
U.S. 376 
(39.5) 
(59.3) 
237 
(24.9) 
(70.3) 
157 
(16.5) 
(73.7) 
183 
(19.2) 
(79.2) 
953 
(67.3) 
Foreign 258 
(55.8) 
(40.7) 
100 
(21.6) 
(29.7) 
56 
(12.1) 
(26.3) 
48 
(10.4) 
(20.8) 
462 
(32.7) 
Total 634 
(44.8) 
337 
(23.8) 
213 
(15.1) 
231 
(16.3) 
1415 
Chi Square = 38.73 
d.f. = 3 
Probability = .0000 
aIncludes all days lost. Significance holds for 
incidences of absences and all categories of 
absence except excused absence. 
250 
TABLE D.6 
ANALYSIS OF ABSENCE SEVERITY3 BY ETHNICITY-U.S.BORN-AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Absence rate 
Ethnic 
group 
Very 
low Low Medium High Total 
Black 63 
(28.1) 
(18.0) 
55 
(24.6) 
(24.2) 
54 
(24.1) 
(36.0) 
52 
(23.2) 
(30.1) 
224 
(24.9) 
Spanish 
surnamed 
27 
(32.6) 
( 8.0) 
24 
(27.9) 
(10.6) 
16 
(18.6) 
(10.7) 
18 
(20.9) 
(10.4) 
85 
( 9.6) 
Others 258 
(43.9) 
(74.0) 
148 
(25.1) 
(65.2) 
80 
(13.6) 
(53.3) 
103 
(17.5) 
(59.5) 
589 
(65.6) 
Totals 350 
(38.9) 
227 
(25.2) 
150 
(16.7) 
173 
(19.2) 
899 
Chi Square 
d.f. 
Probability 
25.65 
6 
. 0003 
aIncludes all days lost to absence. Differences hold for 
all subcategories of absences for days lost except for 
scheduled excused absence. 
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TABLE D.7 
ANALYSIS OF ABSENCE INCIDENCE3, BY ETHNICITY-U.S. BORN-AMONG 
HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Absence rate 
Ethnic group Low Medium High Total 
Black 97 114 13 224 
(43.3) (50.9) ( 5.8) (24.9) 
(19.8) (30.3) (40.6) 
Spanish 34 45 6 85 
surnamed (40.0) (52.9) ( 7.1) ( 9.5) 
( 6.9) (12.0) (18.8) 
Others 360 217 13 590 
(61.0) (36.8) ( 2.2) (65.6) 
(73.3) (67.7) (40.6) 
Totals 491 376 32 899 
(54.6) (41.8) ( 3.6) 
Chi Square 
d.f. 
Probability 
= 32.65 
= 4 
= .0000 
Corrected score: 
28.64 
2 
.0000 
• 
» 
aIncludes all incidences of absences. Differences hold 
for all subcategories of absences for incidence except 
scheduled excused absence. 
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TABLE D.8 
ANALYSIS OF TERMINATION AND RETENTION AMONG 
MALE EMPLOYEES BY MARITAL STATUS5- AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Retainee Terminee Total 
Married 832 36 868 
(95.9) ( 4.1) (75.8) 
(76.9) (57.1) 
Single 250 27 277 
(90.3) ( 9.7) (24.2) 
(23.1) (42.9) 
Total 1082 63 1145 
(94.5) ( 5.5) 
Chi Square 
d.f. 
Probability 
= 11.61 
= 1 
= .0007 
a Excludes divorced, separated and widowed 
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TAELE D.9 
ANALYSIS OF TERMINATION AND RETENTION OF MARRIED 
AND SINGLE PERSONNEL WITH ONE OR MORE DEPENDENTS 
AMONG MALE HOURLY PAID WORKERS IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Marital status Retainees Terminees Total 
Single 20 6 26 
(76.9) (23.1) ( 3.2) 
( 2.6) (17.6) 
Married 755 28 783 
(96.4) ( 3.6) (96.8) 
(97.4) (82.4) 
Totals 775 34 809 
(95.8) ( 4.2) 
Corrected Chi 
d.f. 
Probability 
Ecu are 19.17 
1 
.0000 
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TABLE D.10 
ANALYSIS OF TERMINATION AND RETENTION BY 
ETHNIC IDENTIFICATION - U.S. BORN-AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) 
Ethnic group Retainee Terminee Total 
Black 210 26 236 
(89.0) (11.0) (24.8) 
(23.5) (46.4) 
Spanish 80 15 95 
surnamed (84.2) (15.8) (10.0) 
( 8.9) (26.8) 
Others 605 15 620 
(97.6) ( 2.4) (65.2) 
(67.6) (26.8) 
Totals 895 56 951 
(94.1) ( 5.9) 
Chi Square 
d.f. 
Probability 
41.47 
2 
.0000 
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TABLE D.11 
ANALYSIS OF PRODUCTION DISCIPLINESa AMONG FEMALE 
EMPLOYEES BY MARITAL STATUS^ AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Discipline rates 
None Low High Total 
Married 173 9 2 184 
(94.0) ( 4.9) ( i.i) (82.1) 
(84.0) (75.0) (33.3) 
Single 33 3 4 40 
(82.5) ( 7.5) (10.0) (17.9) 
(16.0) (25.0) (66.7) 
Total 206 12 6 224 
(92.0) ( 5.4) ( 2.6) 
Corrected Scores: 
Chi Square = 10.64 4 .20 
d. f. = 2 1 
Probability = .0049 • 0404 
aFindings were significant for all disciplinary actions; 
however, the source of the significance rested in pro¬ 
duction disciplines only. 
^Excludes divorced, separated and widowed. 
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TABLE D.12 
ANALYSIS OF INDUSTRIAL DISCIPLINESa BY 
RECORD OF DELINQUENCY AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Discipline rate 
NO. ox 
convictions None Low High Total 
None 1028 105 60 1193 
(86.2) ( 8.8) ( 5.0) (90.8) 
(91.4) (91.3) (81.1) 
One or 97 10 14 121 
more (80.2) ( 8.3) (11.6) ( 9.2) 
( 8.6) ( 8.7) (18.9) 
Totals 1125 115 74 1314 
(85.6) ( 8.8) ( 5.6) 
Chi Square = 8.84 
d.f. = 2 
Probability = .0155 
aDoes not hold for any subcategory although differences 
may be attributed in good part to disciplines resulting 
from excessive absence and all other disciplines. Does 
not hold for production disciplines. 
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TABLE D.13 
ANALYSIS OF INDUSTRIAL DISCIPLINES3- BY 
COUNTRY OF ORIGIN AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Discipline rate 
riace ox 
birth None Low High Total 
U.S. 809 81 64 954 
(84.8) ( 8.5) ( 6.7) (67.6) 
(66.2) (70.4) (85.3) 
Foreign 413 34 11 458 
(90.2) ( 7.4) ( 2.4) (32.4) 
(33.8) (29.6) (14.7) 
Total 1222 115 75 1412 
(86.5) ( 8.1) ( 5.3) 
• 
Chi Square 
d.f. 
Probability 
12.27 
2 
. 0022 
aThe significance of the findings was attributable in 
large part but not entirely to discipline arising from 
excess absence. 
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TABLE D.14 
ANALYSIS OF INDUSTRIAL DISCIPLINES3 BY ETHNIC 
IDENTIFICATION - U.S. BORN AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Discipline rate 
Ethnic - 
group None Low High Total 
Black 161 27 34 222 
(72.5) (12.2) (15.3) (24.7) 
(21.2) (34.6) (54.0) 
Spanish 74 7 5 86 
surnamed (86.0) ( 8.1) ( 5.8) ( 9.6) 
( 9.8) ( 9.0) ( 7.9) 
Others 523 44 24 591 
(88.5) ( 7.4) ( 4.1) (65.7) 
(69.0) (56.4) (38.1) 
Total 758 78 63 899 
(84.3) ( 8.7) ( 7.0) 
Chi Square 
d.f. 
Probability 
38.45 
4 
. 0000 
aSignificance holds for both disciplines due to 
excessive absence and inability to meet production 
requirements. 
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TABLE D.15 
ANALYSIS OF DISCIPLINARY GRIEVANCESa BY RECORD 
OF DELINQUENCY AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Grievance rate 
i\U. UJ. 
convictions None Low High Total 
None 1292 
(99.7) 
(91.4) 
4 
( .3) 
(44.4) 
0 
( 0 ) 
( 0 ) 
1296 
(91.1) 
One or 
more 
122 
(96.1) 
( 8.6) 
5 
( 3.9) 
(55.6) 
0 
( 0 ) 
( 0 ) 
127 
( 8.9) 
Total 1414 
(99.4) 
9 
( .6) 
0 
( o ) 
1423 
Corrected Chi Square = 18.80 
d.f. = 1 
Probability = .0001 
aIncludes only grievances submitted as a result of 
excessive absence or tardiness. Significance does 
not hold for any other category or group of grievances. 
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TABLE D.16 
ANALYSIS OF INDUSTRIAL ACCIDENTS BY ETHNIC 
GROUP - U.S. BORN AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
(Col %) Accident rate 
Linnic 
group None Low High Total 
Black 222 16 0 238 
(93.3) ( 6.7) ( 0 ) (24.7) 
(24.6) (28.6) ( 0 ) 
Spanish 88 6 3 97 
surnamed (90.7) ( 6.2) ( 3.1) (10.1) 
( 9.7) (10.7) (100.0) 
Others 595 34 0 629 
(94.6) ( 5.4) ( 0 ) (65.2) 
(65.7) (60.7) ( o ) 
Total 905 56 3 964 
(93.9) ( 5.8) ( .3) 
Chi Square 
d.f. 
Probability 
Corrected scores: 
2.60 
2 
. 2727 
27.47 
4 
.0000 
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TABLE D.17 
ANALYSIS OF OVERALL JOB PERFORMANCE* BY RECORD 
OF DELINQUENCY AMONG HOURLY 
PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
Overall Job Performance 
(Score) 
(Col %) 
Number of 
convictions 
Excellent 
(0) 
Good 
(1) 
Fair 
(2) 
Poor 
(3) 
Very 
Poor 
(4) 
Total 
None 612 
(51.7) 
(93.2) 
396 
(33.4) 
(88.6) 
142 
(12.0) 
(88.8) 
30 
( 2.5) 
(90.9) 
4 
( .3) 
(57.1) 
1184 
(90.8) 
One or 
more 
45 
(37.5) 
( 6.8) 
51 
(42.5) 
(11.4) 
18 
(15.0) 
(11.2) 
3 
( 2.5) 
( 9.1) 
3 
( 2.5) 
(42.9) 
120 
( 9.2) 
Total 657 
(50.4) 
447 
(34.3) 
160 
(12.3) 
33 
( 2.5) 
7 
( .5) 
1304 
Chi Square = 17.25 
d.f. = 4 
Probability = .0017 
Corrected score: 
8.80 
2 
>.001<.01 
aSee Chapter V for a definition of job performance categories. 
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TABLE D.18 
ANALYSIS OF OVERALL JOB PERFORMANCE3, BY COUNTRY 
OF ORIGIN AMONG HOURLY PAID EMPLOYEES IN A 
NEW ENGLAND LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Overall Job Performance 
(Score) 
Very 
Excellent Good Fair Poor Poor Total 
(0) (1) (2) (3) (4) 
u.s. 431 327 118 22 6 904 
(47.7) (36.2) (13.1) ( 2.4) ( .7) (67.1) 
(61.2) (72.3) (75.6) (73.3) (100 .0) 
Foreign 273 125 38 8 0 444 
(61.5) (28.2) ( 8.6) ( 1.8) ( 0 ) (32.9) 
(38.8) (27.2) (24.4) (26.7) ( 0 ) 
Totals 704 452 156 30 6 1348 
(52.2) (33.5) (11.6) ( 2.2) ( .4) 
Corrected score: 
Chi Square = 25. 26 23.20 
d. f. = 4 3 
Probability = .0000 . 0000 
aSee Chapter V for a definition of job performance categories. 
Includes retainees only. 
Count 
(Row %) 
(Col %) 
Place of 
birth 
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TABLE D.19 
ANALYSIS OF OVERALL JOB PERFORMANCE3 
BY ETHNIC IDENTIFICATION - U.S. BORN 
AMONG HOURLY PAID EMPLOYEES IN A NEW ENGLAND 
LIGHT MANUFACTURING FIRM 
(January - June 1974) 
Count 
(Row %) 
Overall Job Performance 
(Score) 
(Col %) 
Ethnic 
group 
Excellent 
(0) 
Good 
(1) 
Fair 
(2) 
Poor 
(3) 
Very 
Poor 
(4) 
Total 
Black 73 
(33.3) 
(18.1) 
92 
(42.0) 
(27.4) 
37 
(16.9) 
(30.3) 
12 
( 5.5) 
(50.5) 
5 
( 2.3) 
(71.4) 
219 
(24.5) 
Spanish 
surnamed 
28 
(32.3) 
( 6.9) 
44 
(51.8) 
(13.1) 
11 
(12.9) 
( 9.0) 
0 
( 0 ) 
( 0 ) 
2 
( 2.4) 
(28.6) 
85 
( 9.5) 
Others 303 
(51.4) 
(75.0) 
200 
(34.0) 
(59.5) 
74 
(12.6) 
(60.7) 
12 
( 2.0) 
(50.5) 
0 
( 0 ) 
( 0 ) 
589 
(66.0) 
Total 404 
(45.1) 
336 
(37.6) 
122 
(13.7) 
24 
( 2.7) 
7 
( .8) 
893 
Chi Square 
d.f. 
Probability 
= 47.82 
= 8 
= .0000 
Corrected 
26.59 
4 
. 0000 
score: 
a See Chapter V for a definition of job performance categories. 


